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Abstract 
 
Huawei is the one of the fast-growing companies in China, also the largest 
telecommunications equipment maker in the world. Its success makes the world 
impressed. In this paper, we will use the Huawei as a case study company to analysis 
how to effectively motivate employees to manage the human resource to enhance the 
corporate core competence in order to gain profit. 
 
The analysis bases on the theories of motivation theories, two-factor theory, 
goal-setting theory, job redesign, total reward theory for analysis how effectively  
motivate employees to enhance the corporate core competence  in order to the 
answers the research question. This project includes both empirical research and 
theoretical explication. 
 
Firstly, we find out why is it important for Huawei to improve its core competence 
through HRM strategies, and then we analyze what kinds of HRM strategies have 
Huawei applied to motivate its employees in order to enhance its core competence, at 
last we discuss what should Huawei pay attention to motivate its employees. 
 
 
 
Key words: Huawei, Core competence, Human resources strategies, Motivation, 
Two-factor theory, Goal-setting theory, Job redesign, Total reward. 
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Chapter 1. Introduction 
1.1 Background  
 
In recent years, cloud computing, mobile terminal and internet development rapidly. 
Increasingly complex information and data of corporate customer, online transaction 
records, and video monitoring terminal generate information and data, such as blogs, 
micro-blog, photos, original videos and other data are producing explosively in every 
second. Since 2010, the world has formally entered the ZB (ZettaByte, which is a unit 
for huge volumes of digital data storage) times. According to the forecast of IDCUN 
(Internet Data Center), until 2020 the whole world will have 35ZB of data, which 
compares with 2009 the quantity of data will grow 44 times.
1
On March 11
th
 2011, 
after the earthquake in Japan only 9 minutes later, United States National Oceanic and 
Atmospheric Administration (NOAA) through the analysis of large amounts of data, 
which includes coastal, ocean, marine biological resources and atmosphere of 
information and data, to issued a detailed tsunami warning.
2
 The IT budget of NOAA 
reaches up to $1 billion per year.
3
 Although it is very expensive but they always bear 
it. That because of information about life and these data can save lives and change the 
world. In 2012 March, the Obama Administration unveils ‗Big Data Research and 
Development Initiative‘ and announced that they invest more than $ 200 million in 
new R&D.
4
And, in May of 2012, The Ministry of Industry and Information 
Technology of the People‘s Republic of China published ‘Internet Industry Twelfth 
Five-Year Development Plan’ that point out the information processing technology is 
one of the 4 key technical innovation projects.
5
 That implies governments are starting 
to pay attention to Big Data. That is to say, we have entered the ‗Big Data Times‘. The 
                                                             
1New era of Big Data, (2012) 
2Factsheet: The Tohoku, Japan Earthquake and Tsunami of March 11, 2011, (2011)  
3Simulating the Atmospheric Fate and Transport of Mercury using the NOAA HYSPLIT Model, P57(2006) 
4Big Data is a Big Deal, (2012)  
5
Internet Industry Twelfth Five-Year Development Plan, (2012)  
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Big Data is changing the business, life and even the government.  
 
Due to the failure of the transformation of the digital era, the synonymous with 
photography, Kodak collapsed in its 132 years old.
6
 At the same time, the king of the 
retail industry, WAL-MART Stores, Inc. (WMT for short) established in 1962 that 
won the first of retailer for several consecutive years.
7
FaceBook with over 350 
employees, which only used 8 years to successfully list on the Stock Exchange and 
the market value in first-day of listing is $115.2 billion that became the largest 
technological corporate IPO(Initial Public Offerings) in the history.
8
 WMT is the first 
enterprise who benefits by using the Big Data.
9
 It bases on the analysis of consumer 
shopping behavior and other unstructured data (it refers to the form of information is 
not relatively fixed and it is a variety of file formats. Such as electronic documents, 
email, webpage, video files, multimedia, etc) to become the retailer who is the most 
understand customers shopping habits. Facebook generates massive the structured 
data (it refers to people usually contact database of information management, 
including production, business, trade, customer and other information record)and 
unstructured data in every second. Due to the one-to-one consumption-driven mode of 
Facebook contains the propensity of consumer. Therefore, the analysis of data can 
efficaciously increase the accuracy of advertising. And Facebook can be through the 
user behavior to predict the development trend of multi industries. That contains a 
huge commercial value. The $115.2 billion of IPO of Facebook is a large degree of 
identification for the value of Big Data. 
 
These examples illustrate never had a period so dependent on the data, and the 
traditional data processing and data management technology are facing the direct 
challenge of Big Data. Change is not only brings challenges, but also creates a good 
opportunity for every enterprise to beyond their competitors. Everyone is equal to face 
                                                             
6Kodak Revelation, (2012) 
7Wal-Mart, (2013)  
8The network(2013) 
9
Wal-Mart, (2013)  
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the challenges and opportunities. As the leading enterprises in the telecommunications 
equipment industry, Huawei Technologies Co., Ltd. (Huawei for short), ZTE 
Corporation, Cisco Systems, Inc., Google Inc. and other enterprises face the arrival of 
the Big Data Times, at the same time, these telecommunication equipment suppliers 
should carefully consider how to face the challenge and seize the opportunity and then 
to continuously improve their own core competence to maintain or even improve their 
status in the industry.  
 
With the increasingly fierce competition, every enterprise try to dig them more 
potential and strive to get an advantage in the competition that in order to survive and 
constantly expand the market share. The advantage of core competence of an 
enterprise is corporate advantageous resources integration to form a unique and not 
easy to be replaced ability.(Tony Baer, 1991)There is no doubt that corporate core 
competence is the essential guarantee of corporate sustainable competitive advantage. 
Therefore, to continuously improve corporate core competence is a strategic choice of 
the enterprise to maintain its competitive advantage. The core competence of the 
enterprise is corporate internal technology, knowledge, management and enterprise 
culture combination and it is also the concentrated reflection of corporate various 
unique abilities. (Ronald Maier, 2007)In addition, enterprise operation is dependent 
on the supports of material resources, financial resources and human resources. (Mary 
Sumner, 2005) And among the three kinds of resources, human resources are the 
‗important resources that are difficult to copy or replace.‘ (Angelo S. DeNisi, Ricky 
W. Griffin, 2013, P78)And the effective use of material resources and financial 
resources is depending on human resources. Therefore, human resources management 
(HRM for short) plays a very important role for a corporate core competence.  
 
At present, more and more enterprises have realized the motivation is an important 
part of HRM. This is because of every manager wants his or her employees can work 
conscientiously, have a positive enthusiasm, remain loyal to their enterprise and work 
hard to achieve corporate grand blueprint. Nowadays, many of the world famous 
  Roskilde University 
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enterprises regard the motivation as ‗philosopher stone‘, such as United Airlines, 
Inc.(UAL for short), General Electric Company (GE for short), WMT and other major 
enterprises. They are according to their own conditions and combine with market 
environment to implement some strategies that in order to effective motivate their 
internal human resources. For example, UAL‘s Profit sharing plan10, WMT regards its 
employees as its associates
11
, GE‘s GE&ME12, and so on. Although each enterprise‘s 
motivation methods are different but their ultimate purpose is similar. These effective 
motivation methods not only attract, develop and retain talent, but also stimulate 
personnel working enthusiasm, initiative and creativity. And then to strengthen the 
corporate core competence and to make enterprises have the relative advantages in the 
process of competition.  
 
Bases on the above introduction, increase demands of the telecommunications 
equipment market will attract more and more enterprises to participate in the 
competition. That is to say, the global telecommunications equipment enterprises are 
facing more and more fierce competition. In order to maintain the leading position in 
competition for telecommunications equipment industry, the enterprise must perfect 
itself and improve its core competence. In addition, corporate core competence 
development is based on the effort of all employees. Their working state will affect 
the core competence and performance of the enterprise. Therefore, we are interested 
in how these enterprises through their human resource management strategies to 
motivate their employees that in order to consolidate their leading position in the 
international market. 
 
 
                                                             
10Benefits and incentive (2013) 
11Who Works Here (2013)  
12
GE&ME (2013) 
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1.2 Problem area 
 
According to many theories and case studies, we can say that the core competence of 
each enterprise is different, and even that is similar but also has advantages and 
disadvantages of distinction. In addition, there are a lot of ways to help an enterprise 
to enhance its core competence. But we think the motivation strategies are more 
effective way. As we mentioned before, the corporate human resources will directly 
affect the survival and development of the enterprise. That is to say, although the 
business operation cannot be without material resources, financial resources and 
human resources but human resources as the intermediary to come true the value of 
material resources and financial resources. In addition, due to corporate human 
resources play an important role in enterprise development, then human resources 
working state will directly influence the final performance of the enterprise. Therefore, 
if the employees are able to actively participate in the corporate production process 
that means every employee completes the task as doing their own affairs. Then each 
of them will become the motivated employees. That will lead to their outcomes and 
work efficiency greatly enhances. Another reason is if the enterprise regards its 
employees as an endogenous part of itself and regards the interests of employees as 
part of their overall interests rather than it gets the interests from its employees. Then, 
satisfaction of employees is equal to corporate satisfaction to a certain extent. To 
satisfy employees means to motivate them. Their performance will constantly 
improve in the effective motivation process. The ultimate profit will belong to the 
enterprise. And in this process, enterprise and its employees achieve the win-win 
result. This is the most ideal result in the process of cooperation and the result will 
make the long-term cooperation. Long-term cooperation with its employees to 
continuously keeps corporate competitive advantage. Moreover, if the employees 
regard the corporate goals as their own goals that contribute to effectively control the 
cost. The cost saving is helpful to development of other aspects of enterprise, such as 
  Roskilde University 
10 
technology development.  
 
In addition, the times have changed. Corporate management idea has profoundly 
changed. That is completely changed from the traditional material-centered 
management (Bruce E. Kaufman, 2008, P28) to form the people-centered 
management. (Charles R. McConnell, 1993, P7)It emphasizes that people is one of the 
important resources and people is the subject of enterprise management and it also 
fully shows that the importance of people enthusiasm, initiative and creativity. 
According to the actual situation of enterprise management to correctly use the 
motivational theories and make the motivation become an effective means of 
enterprise management are worthy of attention.  
 
Yangsheng Yu says: ‗Huawei as the leading enterprise of the industry, it also wakes 
up to the close and inseparable relationship between enterprise development and 
employees efforts‘. (Interview) In Big Data Terms, the competition of 
telecommunications equipment industry will be more and more intense. That also 
means the technical update cycle becomes shorter and shorter and the talents become 
the important factor in corporate constant technological innovation. This leads to the 
professional talents has become the focus of competition. Therefore, to attract, 
motivate and retain talents for Huawei is a kind of strategic need. Huawei advocates 
Wolf Culture.
13
Yangsheng Yu says: ‘It hopes its employees with the spirit of wolf in 
working processes. (Interview) Therefore, it has implemented different motivation 
strategies in its HRM. And Yangsheng Yu says: Huawei hopes that ‘through these 
strategies will create more motivated employees and make its core competence has 
long-term competitive advantage. And then, to achieve the corporate sustainable 
development’. (Interview) 
 
                                                             
13
Huawei: The Wolf Culture(2008) 
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1.3 Problem formulation 
 
Through the above introduction and based on the proposal, which is HRM can be 
considered as the measure to build corporate core competencies (Porter et al., 2006) 
and motivation is a kind of HRM strategies(Salminen et al., 2003) as well as that can 
directly affect performance. (Boxall & Purcell, 2008, P173)We believed that 
motivation can be a strategic measure to enhance corporate core competence.  
 
In this paper, we will base on two-factor theory
14
, goal- setting theory
15
, job redesign 
theory
16
and total reward theory
17
 and academic models, such as job characteristics 
model
18
 and essential elements of goal cycle model
19
 and case study to solve a main 
question and three sub-questions, as below: 
 
1.3.1 Main question 
 
How does Huawei enhance its core competence by motivation strategies of 
HRM? 
 
The core competence is a comprehensive ability, which brings the advantages to 
enterprises in the competitive process. And enterprises need to strive to achieve this 
ability cannot be replaced. In addition, corporate employees as a kind of resource that 
cannot be imitated and their efforts can form and enhance the corporate core 
competence. To effective motivate employees that leads to employees have more 
                                                             
14Frederick Herzberg, (1966) 
15Locke, E., Latham, G.P., (2002) 
16
John Arnold with Joanne Silvester, Fiona Patterson, Ivan Robertson, Cary Cooper, Bernard Burnes, (2000)  
17Michael Armstrong, (2007) 
18J.R. Hackman and G.R. Oldham, (1980) 
19
Locke, E., Latham, G.P., (2002) 
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enthusiasm that also results in a positive influence on corporate core competence. 
Then, how does Huawei through motivate its employees to enhance its core 
competence that will be analyzed and answered in the later chapters. 
 
1.3.2 Sub-questions 
 
In order to more clearly and easily analyze the main question, three sub-questions will 
be presented as follows: 
 
1. Why it is important for Huawei to improve its core competence through HRM 
strategies? 
 
2. What kinds of HRM strategies have Huawei applied to motivate its employees 
in order to enhance its core competence? 
 
3. What should Huawei pay attention to motivate its employees? 
 
1.4 Delimitation 
 
 As we know there are many different ways to enhance corporate core competence, 
such as to strengthen corporate technical research and development ability, to 
promote corporate sales ability, etc. But in this paper, we only focus on enhancing 
corporate core competence by motivation strategies of HRM.  
 In this paper, only the two-factor theory, goal-setting theory, job redesign theory 
and total rewards theory will be mainly involved. That because of existing 
motivation strategies of Huawei has a close relationship with these four 
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motivational theories. Therefore, other motivational theories will not be involved 
in this project. 
 This project is mostly based on the qualitative data to complete that due to the 
number of interviewees are limited. It means there are no large samples to 
produce the generalizable data and just some small samples. Therefore, data of 
this project mostly belong to qualitative data.  
 This project mentioned rewards are not specific figures. This is because the 
interviewees are unwilling to reveal too much personal information.  
 
1.5 Project structure 
 
In order to conduce to readers more clearly and easily understand our logical 
information flow, this section will present the structure of this project, as below: 
 
Chapter 1: Introduction. This chapter introduces the research field and the related 
research questions. It introduces that the market of telecommunication equipment 
faces change, namely, the arrival of Big Data Times. This kind of change brings more 
intense competition. In the increasingly fierce competitive environment, how 
enterprises through motivation strategies to enhance their core competence will be 
analyzed. Therefore, in this section, that will be from greater scope to the narrow 
scope. That means the industry issues will be identified into the enterprise level. And 
also reveal the research theme of this paper.  
 
Chapter 2: Methodology. This chapter concerns with the research methods of the 
whole project. That will introduce the research purpose, research strategies and 
research approach. Moreover, that also shows the intention of choosing the case study 
and the significance for through the interview to collect data.  
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Chapter 3: Theoretical Framework. This section will be divided into two parts, 
namely, literature review and theory presentation. The first part is literature review, 
which will mainly elaborate the inherent relation between corporate core competence 
and HRM and also present the importance of motivation strategy of HRM. And 
another part is theory presentation, which makes more specific understand for the four 
motivation theories. This chapter is the theoretical basis for the actual case analysis. 
 
Chapter 4: Analysis. This section is the combination of theories and practice. Firstly, 
there is a brief description of the selected case, Huawei. Secondly, to mainly combine 
the four kinds of motivational theories which have been mentioned above with actual 
motivation strategies of Huawei, and answer the three sub-questions. Moreover, to 
reveals the relationship between the corporate core competence and motivation 
strategy. Thirdly, the relevant data of interview will be used that in order to promote 
the credibility of the research result. 
 
Chapter 5: Conclusion. This section summarizes the results of research. It will 
involve the answer of the main question. Put simply, it makes a conclusion for the 
whole project.  
 
Chapter 6: Perspectives. This section will talk about other suggestions for motivation 
strategies in the further research and that will beyond the conclusion which is related 
to regional motivation strategy implementation (local law) and employees 
development stage (working life cycle of employees).  
 
Additionally, this project also involves References chapter and Interview chapter that 
are placed in the appendix.  
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Chapter 2.Methodology 
 
This chapter addresses the question ―how the data of this project is collected and 
analyzed. The aim of this chapter is to help readers make clear why we choose the 
methods applied in this research and how the results are reached. The concepts 
including research design, research approaches, research strategy and methods of data 
analysis will be fully explained for generating helpful research findings to answering 
the research question. 
 
2.1 Research design 
 
According to Yin (2003), the research design is the logical sequence that connects 
empirical data to the initial research question and ultimately to the research 
conclusions. Following this viewpoint, the research design of this thesis is generated 
and shown as below (see Figure 1). 
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Figure 1 Research Design of This Thesis 
 
Source: Group Understanding 
 
Figure 1 provides a clear and integral understanding of all research methods applied in 
this thesis that lead us to conduct the research question throughout the thesis. 
Particularly, it helps to generate valuable and useful research findings that are the 
foundation for answering the research question.  
 
2.2 Research Approach 
 
In relation to the research question and research objective, this project employs both 
deductive and inductive approaches (Saunders et al., 2007).The reasons why we need 
both illustrated by Figure 2.  
Explanatory Research Objective 
Research Approach Deductive  Inductive 
Research Strategy Case Study 
Research Method Qualitative Quantitative 
Data Collection Primary Data 
---Interview:  
Secondary Data 
---Documents 
---Books 
---Journals, etc. 
Data Analysis 
Depending on the established       
theoretical framework 
Draw research findings and answer to the 
research question 
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Figure 2 Research Approaches: Deductive & Inductive 
Source: Group understanding 
 
2.3 Case Study 
 
Robson (2002) points out that a case study is to use multiple sources of evidences to 
deal with empirical investigation and contemporary phenomenon in a real-life context. 
Objective: to better understanding that motivate employees can effective 
manager the human resource and then enhance the core competence  
Theoretical opinions: two-factor theory, goal-setting theory, job redesign 
model, total reward theory. 
Research Conclusions: Huawei‘s core competence can be enhance by 
motivation strategies of HRM 
Deductive 
Inductive 
General 
Specific 
General 
Question: How does Huawei enhance its core competence by 
motivation strategies of HRM? 
 
Literature Review: core competence, Human resource management, 
motivation strategies 
Empirical Research: The data collected and analyzed based on the theories. 
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Relating to the research question, case study as a research strategy (Saunders et al., 
2007) is adopted to support in collecting data needed by answering the research 
question. 
 
We have chosen to analyze a single case that is Huawei to answer our research 
question, not only because single case study belongs to the qualitative analysis and it 
can be a very worthwhile way of exploring existing theory, but also it is time and cost 
saving method which is suits our situation and student status. Below is the case study 
progress that we will be follow. 
 
1. Overview the Huawei profile and describe the human resource committee 
2. Collect the date, both primary data from interview and secondary data from 
home website of Huawei, annual reports and other Internet database. 
3. To analyze the collection data base on the theories 
4. Give a conclusion to answer the research question. 
 
2.4 Collection of data 
 
What is data? According to Oxford English Dictionary, data means ―known facts or 
things used as basis for inference or reckoning‖. Examples of data could be found in 
forms of any facts, events or any essential raw material from researches. In principle, 
data are categorized into primary and secondary based on their sources.
20
 
 
 
 
                                                             
20
Data, (2011)  
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2.4.1 Primary Data 
 
Primary data is observed, experienced or recorded related to the factual events and 
researchers participate in data collection (Walliman, 2006). However, there is no doubt 
that acquiring primary data need to take tremendous time, energy and is restricted by 
objective environment. Yin (1994) points out that one of the most significant sources 
collecting data for case study is interview, and clarifies that positive aspects of an 
interview reside in the advantage of its direct concentration on case study subject. So, in 
the process of conducting this research, we attempt to employ primary data. Interview 
is chosen as a qualitative data collected method. 
 
The step of interview 
1. Topic:  it is about the motivate employees in human resource aspect to enhance 
the core competence 
2. Design: think about what kinds of people should choose as a target to interview 
and research-related question 
3. Interview: proceeding on the plan of what type of information we are seeking, 
what to talk about. 
4. Write-up: the interview is made by the Skype, so the information that we got is 
by the notes in order to reread in further. 
5. Analysis: analysis the finding combine the theories  
6. Confirmation: describing the quality of important interview information that 
supplemented by other information 
7. Report: communicating the interview results in the project‘s overall analysis so 
it is clear how they have been produced. 
 
  Roskilde University 
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2.4.2 Secondary Data 
 
In this thesis, literatures, books, documents, articles, journals, annual reports and other 
Internet database are used as tools of collecting secondary data. In other words, the 
selection of literature and books supports us in establishing a very comprehensive 
understanding of the chosen subject contributing to eliminate the ambiguity and 
uncertainty during the empirical analysis. Ultimately, the relevant official websites 
also play a very important role in facilitating the database of this research.  
 
2.5 Validity 
 
―Internal validity establishes casual relationship whereby certain conditions are shown 
to lead to other conditions‖ (Yin, 1994). This indicates that valid results are created 
only when we use methods and collect data correctly. To warrant the internal validity 
of the research findings of this project, both primary and secondary data are collected 
and analyzed. In the collection of primary data, the procedures of the research method 
have been examined by the interview. In considering secondary data collection, 
besides reviewing the most relevant literature to the research subject in a very critical 
way, the original contributions in the references of the literature, books or articles are 
also examined. Finally, we think that discussing the ideas generated at every stage of 
conducting the research with supervisor, is the most effective approach to arrive at the 
internal validity of the research findings of this thesis.  
 
External validity concerns with whether the research result is also equally applicable 
to other cases or other organization (Saunders et al, 2003). Because of the limitations 
of time and resource, it is impossible to test our research findings in every company. 
Hence, we deliberately collect data from one successful company to demonstrate the 
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external validity of the research findings.  
 
2.6 Sub-conclusion 
 
In this chapter, we introduced what methods we employ to collect data, how we use 
them to analyze data. The essence of this chapter is to show readers how we obtain the 
results of the research. The fully detailed applications of the research approach, 
strategy and methods will be presented in the next chapter--- analysis chapter. 
 
Chapter 3.Theoretical Framework 
3.1 Literature review 
3.1.1 Core competence 
A core competency is a concept in management theory originally advocated by two 
business authors, C. K. Prahalad and Gary Hamel (1900).In their view a core 
competency is a specific factor that a business sees as central to the way the company or 
its employees work. It can say that a core competence has three characteristics (Kotler 
&Keller, 2006): 
a) ―Difficult for competitors to imitate‖. Most competencies could be requisite 
conditions to enter an industry. However, not all competencies could provide 
competitive differentiation. To be core competence, a competence should be 
unique over competitors. For instance: patent, high production, distribution 
quality, working process, efficient human resource etc. 
b) ―Potential access to a wide variety of markets‖. It means the core competence 
must enable a firm create and develop new products and services to meet vary 
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kinds of market demands. For instance: distinctive brand positioning focuses 
on specific target consumers and excellent marketing skills, etc. 
c) ―Create customer-perceived value‖. Core competence is skills or processes 
owned by a firm and dedicates to conveying ―fundamental customer benefit‖. 
Customers are willing to pay more for a product or service over rivals. For 
instance: effective supply system, capacity to design and deliver ―consumer 
interface‖, etc. 
 
Currently, there are two different perspectives on core competence in the strategic 
management field (Wernerfelt, 1984; Barney, 1991). One is a point of view based on 
resources, which demonstrates that a core competence is thought of as a combination 
of resources; the other perspective from capabilities, namely, a core competence is 
regarded as a collection of many capabilities.  
 
A core competency can take various forms, including high-technology and innovation, 
a reliable process, close relationships with customers and suppliers. It may also include 
R&D or corporate culture, such as employee dedication, best Human Resource 
Management. 
 
3.1.2 The relationship between core competence and human 
resource strategy 
 
Anderson (1997) said a complete business strategy has three key components: an 
operating strategy, a financial strategy, and a people strategy. Human resources can 
provide competitive advantage for the business, as long as they are unique and cannot 
be copied or substituted for by competing organizations. The focus is not just on the 
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behavior of the human resources, but on the skills, knowledge, attitudes and 
competencies which underpin this, and which have a more sustained impact on 
long-term survival than current behavior. Torrington, Hall, Taylor (2008) say that this 
quality applies to the human resource as competitors will find it difficult to identify 
the exact source of competitive advantage from within the firm’s human resource pool. 
Also competitors will not be able to duplicate exactly the resource in question, as they 
will be unable to copy the unique historical conditions of the company. Hence, it is 
import for a company to links its human resource activities and business strategy and 
focus on managing employees to require and maintain core competence. 
 
3.1.3 Human resource management 
 
Since the end of the 18
th
 century until 1970s, this period is referred to the traditional 
personnel management phase. ‘Personnel Management viewed labour as a tool, the 
behavior of which could be manipulated for the benefit of the organization.‘ 
(K.Aswathappa, 2006, P5) In the end of 1970s, the human resource management 
replaced the personnel management. (GurpreetRandhawa, 2007, P5) ‗Corporations 
began viewing employees as assets rather than as cogs in a machine‘. (Sue Meisinger 
at al., 2005, P 78)Since the 1980s, the human resources management theory was 
continuously improved in practice and it was accepted by the enterprises. Into the 
1990s, people more explore how to integrate HRM and business strategies. (Ulrich, 
Lake, 1990) 
 
The concept of ‗human resources‘ was proposed as early as 1954 by Peter F. Drucker 
in his book ‗The Practice of Management‘. (Peter F. Drucker, 1999, P2) ‗Human 
Resources are the people who work in an organization.‘ (Gurpreet Randhawa, 2007, 
P2) ‗From the view point of an organization, human resources represent the total 
qualities, knowledge and skills of an employee in doing a particular job.‘(A. 
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chandramohan, 2008, P1)Human resource management refers to the policies and 
practices involved in carrying out management for the human resource, (Gary Dessler, 
2004)that in order to attain both individual and organizational goals. 
(A.chandramohan, 2008, P 3)  
 
Steve Werner (2012) and his colleagues believed when company without effective 
human resources management that result in it is very difficult to succeed although 
there are many factors influence the success of it. Gurpreet Randhawa (2007, P 17) 
concluded the reasons of why HRM is important for enterprise in 7 points, as below: 
1.  Maintain harmonious and peaceful industrial relations. 
2.  Build committed and willing workforce in enterprise. 
3.  Attract and retain appropriate talents in enterprise. 
4.  Perfect the quality of work life. 
5.  Manage and develop human resources. 
6.  Ensure human resource development towards the change of government/political 
attitude. 
7.  Cope with changing technological development.  
 
Due to the ‗human resource represents the only sustainable source of competitive 
advantage‘. (Hamel and Prahalad, 1994)Therefore, if an enterprise wants to long-term 
development, it needs a stable cooperation with HRM. For an enterprise, personnel 
are able to decide the essential points of its survival and development. Although all 
the management objectives of an enterprise are discussed by managers, but in daily 
life, the degree of the implementation and completion of the management objectives 
are determined by the degree of subordinates‘ efforts. That is to say, the companies are 
nothing without human resources. (A.chandramohan, 2008, P2) Therefore, when the 
HRM is fully perfect that will constantly help the enterprise to achieve its vision and 
goals in the economic and competitive environment. 
 
In addition, ‗HRM functions are key to keeping company operation 
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smoothly.‘(Tapomoy Deb, 2009, P58)There are many scholars have different way of 
defining HRM practices, and according to that, Tapomoy Deb (2009, P65) concluded 
the core functions of HRM which are recruitment and selection, decision-making 
practices, performance appraisal, training and development, compensation, motivation 
and employee relation. And he also presented HRM seeks to achieve the following 
objectives:  
 To help organization reach its goals 
 Efficiently employing the skills and activities of workforce 
 To provide well-trained/motivated personnel to the organization 
 To increase employee job satisfaction and self-actualization 
 To achieve quality of work life 
 To Communicate the organization‘s HRM policies to all employees 
 To Maintain ethical policies and socially responsible behaviour 
 Managing change to the mutual advantage of individuals, groups, the enterprise, 
and the public and 
 To manage increased urgency and to regulate faster cycle time. 
 
When the corporate HRM practices support enterprise strategy, superior performance 
is expected. (Michel E. Domsch, Tatjana Lidokhover, 2007, P316) Salminen, Saranen 
and Saranen (2003) have provided the framework (scope or dimension) of HRM. (see 
Figure 3) 
  Roskilde University 
26 
 
Figure 3The framework of Human Resource Management 
Source: Salminen, Saranen and Saranen (2003) 
 
3.1.4 Motivation 
 
Motivation is derived from the word ‗motive‘ which makes a person actively move in 
a particular way towards a desired goal. (GurpreetRandhawa, 2007, P17) ‗In 
psychology, motivation is the driving force behind all action of all organisms.‘ 
(A.chandramohan, 2008, P191) GurpreetRandhawa (2007) presented a process of 
motivation formation (see Figure 4). Based on it, the motivation is created by the 
satisfaction of people‘s need that leads to another need, and in this way, the process 
keeps on going. And this process is an internal feeling of individual. When putting the 
term under the workplace concept, ‗there is no single universally accepted definition 
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of motivation.‘(John Arnold, 2005, P309) Rensis Likert (1968a) pointed out the 
motivation is the ‗core of management‘. ‗Keeping the spirit high is called ―motivation‖ 
in the management parlance.‘ (Tapomoy Deb, 2009, P64) That means ‗motivation is 
very important in an organization to improve employees‘ behavior towards their work 
and to direct them for achieving the target set by the organization.‘ (Rajul Datt, 2006, 
P 83) 
 
Figure 4 The process of Motivation 
Source: GurpreetRandhawa (GurpreetRandhawa, 2007, P247) 
 
However, there is a well-accepted truism that performance (P) is a function of three 
factors, which are ability (A), Motivation (M) and opportunity (O). This can be 
expressed algebraically as P=f (A, M, O). (Boxall& Purcell, 2008, P173) That 
indicates the individual performance is influenced by people‘s abilities, their 
motivation and opportunity in the specific context. Personal ability involves 
knowledge and skill, whereas, their motivation is influenced by individual‘s needs, 
physical and social conditions.( Gurpreet Randhawa, 2007, P247) That is to say, 
managers want to obtain desirable performance, they should provide an opportunity 
(order) to create performance, and they also must improve the ability of employees 
and motivate them at the same time. As well as these actions are interrelated and 
mutual influence.  
 
Allen (1958) claimed the importance of motivation becomes clear from the following 
facts: 
 
1. High Level of Performance: Many researchers have pointed out the positive 
  Roskilde University 
28 
correlation between the motivation and performance. The motivated employees 
are more efficient than the unmotivated employees. 
2. Low Employees Turnover and Absenteeism: The motivated employees can 
actively participate in the corporate activities that lead to save some wastage, such 
as the time of managers and the money of organization. And they work for a 
longer time in the enterprise and the rate of absenteeism also relatively low.  
3. Easy Acceptance of Organizational Changes: Motivated employees are easily and 
enthusiastically accept the corporate changes, such as technical changes, methods 
of work performance, etc.  
4. Sweet Relations between Owner and Employee: Due to the motivated employees 
are enthusiasm and willing to accept order, therefore, a high level of motivation 
will bring sweet relations among the appointers and their subordinates.  
5. Good Image of Organization: Motivated employees are satisfied by corporate 
proper method that lead to enterprise establishes a good image in the mind of 
public. 
6. Increase in Morale: Motivated employees are not afraid to make bold decision. 
High level of motivation increases employees‘ morale. 
7. Proper use of Human Resources Possible: The various types of motivation can 
help enterprise to proper use its human resources. Motivated employees are doing 
their best to achieve the corporate objectives.  
8. Helpful in Achieving Goals: The needs of people excite their motivation. 
Motivation is essential to realize corporate pre-determined objective.  
9. Builds Good Relations Among Employees: To assume the behavior of motivated 
employees is calmness that results in no conflict among them. 
 
In addition, Radha Raj (2007) believed that a motivated workforce can help the 
enterprise take advantage of the opportunities that the environment provides.  
 
All in all, motivation is an important function which contributes to manager motivates 
his or her employees to effectual work for accomplishment of the organization‘s goals. 
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That is to say, motivation is an instrument for management in inspiring the work force. 
If manager can appropriate use motivation strategies that lead to the employees follow 
them with enthusiasm. Successful motivation strategy implement is not only means an 
order accepted but also means to gain a determination to efficiently and effectively 
execute an order.  
 
Additionally, there are several theories to help managers to understand the basic 
nature of motivation that are Two-factor theory, Goal-setting theory and Job redesign 
and Total rewards.  
 
3.1.5 Sub conclusion 
 
This section mainly builds a bridge between corporate core competence and 
motivation strategy. First of all, it revealed that the mutual influence relationship 
between core competence and HR. HR is unique and cannot be copied or substituted 
for by competing companies. Secondly, elaborated the main objectives and 
importance of HRM. And also illustrated a fact, which refers to enterprise motivates 
employees are a function of corporate HRM. Finally, presented the formation process 
of personal motivation, motivation will affect the performance and the important 
significance of motivation strategy for enterprise operation. 
 
3.2. Understanding of theories 
3.2.1 Two-factor theory 
 
The two-factor theory is a kind of needs theory (motivation theory). That means it is 
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according to the needs of human to researches and discusses. In 1966, psychologist 
Frederick Herzberg set forth his two-factor theory, which tried to convey the 
motivators (‗some aspects of a job allow people to satisfy ―higher level‖ needs‘) are 
fluctuated by external incentives and intrinsic motivation influence. (Herzberg, 
1966)The extrinsic motivation, also called hygiene factors (e.g. company policies, 
wages, work conditions) does not result in positive satisfaction, but, dissatisfaction 
results from its absence. (Hackman J. Richard, Oldham Greg R, 1976, P 250-279)And, 
the intrinsic motivation, also called motivator factors (e.g. challenging work, 
recognition, responsibility, personal growth) leads to positive satisfaction, arising 
from internal conditions of the job itself. 
 
Herzberg also asserted that intrinsic motivation is more reliable and powerful than 
extrinsic motivation that as a way to influences people behavior at work. But, in 
practice the distinction between intrinsic and extrinsic motivation is blurred, that very 
difficult to explain the intrinsic motivation superior to extrinsic motivation. (John 
Arnold et al., 2000, P 336) Therefore, the degree of employees job satisfactions are 
dynamic and that influenced by the two factors simultaneously. 
 
Additionally, the intrinsic motivation and extrinsic motivation have clear links with 
personal self-determination. The self-determination theory was created in the work of 
American psychologist Deci and Ryan (2000). It is a motivational process theory for 
people‘s self-determination behavior. And it divided motivation into extrinsic 
motivation (A tendency for people to engage in an activity that in order to obtain a 
separable outcome but not due to interest.), intrinsic motivation (An innate tendency 
of an inherent part of people to pursuit novelty and challenge, to develop and exercise 
their own ability, as well as have the courage to explore and study. It has closely 
interrelation with people‘s internal factors, such as interest, satisfaction, etc. It is a 
highly autonomous motivation types.), and a motivation (People do not realize the 
relationship between their actions and results. They are engaged in activities without 
interest. There are no extrinsic or intrinsic regulation behavior can ensure the 
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activities normal running). They assumed that when people are free to choose to 
participate in an activity, they will be attracted by the activity which they are 
interested and the activity will bring challenges as well as their ability will be 
presented.  
 
Vallerand (1997) found the Academic Motivation Scale (AMS) base on the 
self-determination theory. He divided the intrinsic motivation into three types: 
IM-Knowledge (intrinsic motivation orientation towards knowledge), 
IM-Achievement (intrinsic motivation orientation towards achievement), and 
IM-Stimulation (intrinsic motivation orientation towards stimulating experiences). 
IM-knowledge refers to the motivation towards people in order to acquire new 
knowledge and satisfy personal curiosity or interest. IM-achievement means the 
motivation towards people attempt to achieve a goal or complete a certain task. Under 
this kind of motivational regulation, people will follow their intrinsic need to meet the 
challenge and to beyond themselves. IM- stimulation refers to people are fully accept 
their actions as part of themselves. Under this circumstance, people engage in some 
activity result from their inner happiness. i.e. excitement (Carreira, 2005). 
 
In addition, self-determination theory basis on the autonomy of individual behavior 
that from high to low degree to divided the extrinsic motivation into three categories, 
which are external regulation (it means individual self-determination behavior is 
completely follow the external rule, its purpose is to meet external requirements or to 
achieve reward. It is the most influential form in the extrinsic motivation. Individual 
behavior completely influenced by the results.) introjected regulation ( it means 
people introject the external rules, but they do not fully agree with these rules. People 
are drove by this kind motivation to engage in an activity that in order to avoid 
anxiety or blame, or maintain a sense of self worth.) identified regulation (it means 
people consciously evaluate a behavioral purpose or plan. When they think that 
certain behavior is important, then they will translate it into their own behavior. This 
type of motivation contains more autonomous or self-determined elements.). 
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But, it is noteworthy that some scholars declared that people have autonomy in 
pursuing extrinsic rewards. The needs for external incentives are vary with each 
individual. Some researcher also suggested that ‗high pay actually undermined 
intrinsic motivation by focusing a person‘s attention on extrinsic rewards‘. (John 
Arnold et al., 2000, P 335)Additionally, the two-factor theory does not connect the 
personal need to corporate goal. Therefore, when managers motivate their employees 
by two- factor approach, they should not only pay attention on the need of employees, 
but also consider the corporate objectives. 
 
3.2.2 Goal- setting theory 
 
Goal-setting theory was primarily presented by professor of management and 
psychology, Edwin Locke in the 1960s. It suggests that people will expend greater 
effort toward achieving goal of performance that due to they believe goal will result in 
important outcomes. (Locke & Latham, 2002) Locke and his coworkers (1981, P126) 
claim that ‗a goal is what an individual is try to accomplish‘ and ‗it is the object or 
aim of an action. The concept is similar in meaning to the concepts of purpose and 
intent.‘ The key concepts of the theory are shown in the model as below: (see Figure 
5) 
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Figure 5 (Locke,E., Latham, G.P., 2002) 
 
It shows that a difficult and specific goal can turn people‘s needs into motivation and 
people will refer the feedback to adjust their action that in order to achieve higher and 
better task performance. In simple words, goal-setting approach give direction to 
people about what needs to be done and how much efforts are required to be put in a 
task. (Latham& Locke, 2002) In addition, Locke & Latham (2002) believe that people 
accept a goal is the first step for motivation, and they also claimed that the importance 
(the factor refer to the important degree of a goal for people, including the expected 
outcomes), self-efficacy (the factor refer to people assess their ability for attain a goal) 
and goal commitment (the factor seem a signal that can insure people to exert effort in 
pursuit) as three factors to influence and determine people achieve a goal.  
 
John Arnold and his colleagues believed that ‗Goal-setting perhaps is the most 
effective approach to motivation‘. (John Arnold et al., 2000, P 353) That is to say, 
first of all, a reasonable goal can make people work harder. Secondly, to set a goal 
that make people put their energy and time in the right direction. Thirdly, to set a goal 
that can extend people‘s working endurance and then improve their performance. 
People work hard in a long period of time, they will feel very tired and arise a thought 
of giving up. To set a goal that let people measure the distance between their current 
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efforts and goal achievement. Finally, goal setting can drive people more carefully 
select the methods to complete task, and lead to people draft a detailed plan before 
their work. Like this, people‘s work performance will be better than the absence of 
goals.  
 
Due to the goal setting approach can influence individual performance, then, 
managers are able to use goal setting approach to motivate employees and then to 
benefit organizational performance. The superior can through the daily work to timely 
understand their subordinates‘ work status. And they can basis on the different 
subordinate‘s ability and state to set up the corresponding work goal. When the goal 
setting approach is executed in this way, the approach will be more flexible, more 
targeted and more effective. But, the manager should realize that too easy or too 
difficult goals result in the lessening of motivation and commitment. 
 
3.2.3 Job redesign 
 
This theory is different from other motivational theories. The above mentioned 
theories have suggested that motivation is a property of the person. But this theory is 
discussed from another point of view, which argued motivation is inherent in the 
nature of jobs. (ibid, P338)  
 
Job design is the purposeful job plan that effect on the employee‘s motivation, 
satisfaction and effectiveness. (Atul, 2006)PoojaGarg and RenuRastogi (2006, P572) 
presented that ‗job design takes on special importance in today‘s human resource 
management. A well-defined job would enhance motivation, satisfaction and 
performance of the employees.‘ Hackman and Oldharm(1980) has defined a job 
characteristics model (JCM) (see Figure 6) that identified five core job characteristics 
can produce three different ‗critical psychological states‘ and then to influence three 
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outcomes. In additionally, the whole process will be moderated by growth-need 
strength and extrinsic rewards.  
 
Figure 6 (Hackman and Oldham, 1980) 
 
 Skill variety (SV): job involves a lot of different but related knowledge and skills, 
so job requires a range of skills.  
 Task identity (TI): job produces a whole, which has an identifiable beginning and 
outcome.  
 Task signification (TS): job brings an impact on people and organization. 
 Autonomy (Au): job allows job holder to make decision and discretion in their 
job. 
 Feedback from job (Fb): job provides feedback to job holder that in order to let 
job holder know how well have be performed. 
 
Michael Armstrong claimed ‗intrinsic motivation is provided when jobs are well 
designed.‘ (Michael Armstrong, 2007, P122)Job redesign is similar to Job design. 
Managers can make the job has more efficiency of motivation by job redesign 
approach. Job redesign is an effort to review the job responsibilities and tasks, as well 
as possibly re-allocate the job responsibilities and tasks, that aimed at reducing or 
overcoming job dissatisfaction and improve outcome. (John Arnold et al., 2000) And, 
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‗job redesign is part of hard-headed business strategy rather than a philanthropic 
concern with the quality of working life‘.(John Arnold et al., 2000, P 341) Through 
job redesign, managers can raise productivity by offering non-monetary rewards such 
as satisfaction from a sense of personal achievement. That means job redesign 
approach not only can motivate people and increase work effectiveness, but also can 
save cost, which are important for organizational competitiveness. (McClelland & 
Campion, 1991) 
 
In addition, job redesign arises for many reasons which concern two aspects are 
people-oriented concerns (e.g. help people to develop, maintain of improve quality, 
promote an organizational culture of pro activity and personal responsibility, people‘s 
quality of working life and mental health) and business-oriented concerns(e.g. 
people‘s work motivation, make technology and people compatible, responsive to 
customer needs, make maximum use of people‘s skills), that in order to increase the 
variety, autonomy and completeness inherent in work of people. (John Arnold et al., 
2000, P 341)  
 
And managers can implement job redesign approach by variety of ways, such as job 
rotation (it refer to let employee rotate to perform another task, which can overcome 
the feeling of monotony of work and promote the comprehensive skills of employee.), 
horizontal job enlargement (it refers to employee‘s job enlargement and enrichment. 
Making employee to attends more types of work tasks. It changes the work and 
responsibilities of employee), vertical job enlargement (it also refers to the 
employee‘s job enlargement and enrichment. But the difference is that it drive the 
employee participates in the planning, organize and supervise their own work. It 
changed the way for employee completes the task. In essence, this kind of job 
enlargement is a kind of empowerment.), semi-autonomous work groups (it is similar 
to vertical job enlargement, but at the level of the group) and self-managing teams (it 
is more often given considerable freedom to accomplish a group task than 
semi-autonomous work group) (ibid, P 340) 
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Reasonable job redesign is one of the effective ways to motivate employees. In job 
redesign process, communication is also very important between the managers and 
their subordinate. 
 
3.2.4 Total reward 
 
According to above mentioned understanding of theories, reward as one kind of 
motivation to incent employees produces more performance and decrease the job 
dissatisfaction. Michael Armstrong (2007, P122) emphasized that reward as 
motivators has a precondition which the rewards are worth having and attainable and 
people know how they can attain them. ‗Employee reward is about how people are 
rewarded in accordance with their value to an organization.‘ (Michael Armstrong, 
2002, P3) Additionally, he also pointed out the reward can directly affect corporate 
resources of operant and enterprise should realize that it is important for enterprise ‗to 
treat reward as part of the total approach to managing and development people.‘ (ibid, 
P12) Armstrong and Murlis (2007, P3) defined that ‗reward management is concerned 
with the formulation and implementation of strategies and policies that aim to reward 
people fairly, equitably and consistently in accordance with their value to the 
organization‘ 
 
Total reward is an approach of reward management. (Michael Armstrong, 2007, P4) It 
is an available tool for employers to attract, retain, motivate and satisfy employees. 
And it concerns both financial and non-financial rewards. (WorldatWork, 2000) ‗The 
aim of total reward is to maximize the combined impact of a wide range of reward 
initiatives on motivation, commitment and job engagement.‘ (Michael Armstrong, 
2010, P41) And the main objective of total rewards is to ‗drive desired behaviours in 
your workforce.‘ (WorldatWork, 2000) That also implies the benefits of  total 
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reward approach are making a deeper impact on the motivation of people, flexibly 
change the rewards to meet individual needs, help company to attract and retain the 
talented people, help to enhance profitability, as well as, reduce costs although cost 
saving is not the main aim of total rewards.  
 
The financial reward aim to satisfy people‘s extrinsic needs, while the non-financial 
reward aim to satisfy people‘s intrinsic needs. Company should according to 
employees‘ different needs to reward its employees. That means the company 
motivates its employees not only can through the financial rewards or the 
non-financial rewards, but also can through the total rewards approach. And it can be 
designed in accord with A. Maslow‘s Hierarchy of Needs theory (1943). This is due 
to the most urgent needs which the main reason for motivating people‘s behavior. 
(Abraham Harold Maslow, 1943) For example, enterprises can try to satisfy their 
employees‘ needs of: (see Figure 7) 
 
Figure 7 A. Maslow’s Hierarchy of Needs 
 
 Self-actualization--- to provide the opportunity of 
employees‘ development and progress. 
 Esteem --- to give feedback and affirmation of 
employees‘ work performance. 
 Love and belonging --- to promote teamwork. 
 Safety --- to ensure that employees have a stable 
income, welfare, and health and safety work 
environment. 
 Physiological need --- to ensure that employees 
can get basic wage and the pay base on their 
work performance.  
 
Source: Group Understanding 
Motivator 
factors: 
Hygiene 
factors: 
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The above mentioned different kinds of needs are arranged from high level to low 
level, it means the physiological needs is the most basic needs of people. (ibid, 1943) 
And in order to move up in the needs hierarchy the lower levels must be fulfilled. But, 
the enterprise adopts the total rewards approach that will be influenced by its internal 
and external environment. (Michael Armstrong, 2002, P9) In other words, due to the 
factual situation and condition are different for each enterprise, there is no ideal 
pattern for a total reward approach, that is also to say, there is no right or wrong total 
reward approach.  
 
When the rewards satisfaction degree of employees is higher that result in the 
incentive effect is more obvious, and then the employees will work better that lead to 
they get higher rewards. This will form a positive cycle. Conversely, if the rewards 
satisfaction degree of employees is lower that will produce a negative cycle. If the 
things go on like this, that will lead to the enterprise losses its employees. Therefore, 
when the enterprise draws up rewards policy, it can try to invite its employees to 
participate. In the process, not only the interest conflict between employees and 
enterprise will be found out and solved in time, and to raise the employee 
participation in decision-making opportunities, but also be propitious to the final 
rewards‘ decision easily implement. That means the employee will be motivated by 
their satisfied rewards. 
 
3.2.5 Sub-conclusion 
 
This section is more in-depth to understand the relevant motivation theories, which 
are two-factor theory, goal-setting theory, job redesign theory and total reward theory. 
Two-factor theory can cooperate with total reward theory. Enterprise can use different 
kinds of rewards to satisfy its employees‘ different kinds of needs, and then to affect 
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employees self-determined behavior, ultimately, to achieve the objective of motivating 
employees. But HR manager should pay attention to, in fact, to understand the real 
needs of employees are not easy, and the needs of employees may not consistent with 
corporate goals. Goal-setting theory elaborates a process that a goal can motivate 
employee, and then to produce more work performance. The enterprise can base on 
the performance of employees to reward them. Job redesign theory refers to redesign 
a job that can be better to motivate employees work enthusiasm. The job 
characteristics will affect employees‘ psychological states that will influence their 
work outcome. This implies that the relation between well job redesign and intrinsic 
motivation. Every theory provides one or more motivational approaches to HR 
manager. Enterprise should accord to its own conditions and its context to implement 
them, although these approaches are not contradictory. In addition, communication 
between superior and subordinate is very important in the process of motivating 
employees.  
 
To sum up and integrate the section of literature review and the section of theoretical 
understanding, which have be mentioned above, as below:(see Figure 8) 
 
Figure 8 Theoretical Framework  
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Categories : Propositions : Correlative : 
Two-factor theory Motivators are fluctuated by 
external incentives and intrinsic 
motivation influence. 
 Hygiene factors 
 Motivator factors 
Goal-setting theory Goal cause a motivational process. 
People are motivated in the process 
of achieving the goals. 
 Goal 
 Importance 
 Self-efficacy 
 Goal commitment 
Job redesign Motivation is inherent in the nature 
of jobs. Redesign a job that in order 
to reduce or overcome 
dissatisfaction and improve 
intrinsic motivation and work 
effectiveness. 
 Skill variety 
 Task identity 
 Task signification 
 Autonomy 
 Feedback from job 
Total reward To attract, retain, motivate and 
satisfy employees by total rewards. 
 Financial reward 
 Non-financial reward 
Source: Group Understanding 
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Chapter 4.Analysis 
4.1Case –company overview21 
  
Huawei is a Chinese multinational networking and telecommunications equipment 
and services company headquartered in Shenzhen, Guangdong. It is the largest 
telecommunications equipment maker in the world, having overtaken Ericsson in 
2012. 
 
Huawei was founded in 1987 by ex-military officer Ren Zhengfei and formed as a 
private company owned by its employees. Its core missions are building 
telecommunications networks; providing operational and consulting services and 
equipment to enterprises inside and outside of China; and manufacturing 
communications devices for the consumer market. Huawei has over 150,000 
employees, around 46% of whom are engaged in research and development. 
 
It has 20 R&D institutes in countries including China, the United States, Germany, 
Colombia, Sweden, Ireland, India, Russia and Turkey, and in 2011 invested around 
US$3.74 billion in R&D. Its products and services have been deployed in more than 
140 countries and it currently serves 45 of the world's 50 largest telecoms operators. 
 
The individual value each employee has to contribute comprises the total value 
Huawei has to offer. Holding to the principle of ―dedicated employees as the 
foundation‖, Huawei encourages all employees to give full play to their expertise and 
provides varied career paths to help them realize their individual value. We are 
confident that every employee is proud of being part of the Huawei team. As of the 
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end of 2012, Huawei has approximately 150,000 employees engaged in various 
business segments, such as, R&D, sales, delivery and service and so on. Huawei is a 
truly global employer, with employees from 156 countries and regions across six 
continents. We promote a multicultural workforce with around 30,000 non-Chinese 
employees, a number that has increased each year from 2010 to 2012. 
 
Human resource committee
22
 
This part, we will use the information from the huawei‘s home page to general 
understand their Human resource management.  
 
The Human Resources Committee manages and improves organizational capabilities 
such as organization, talent, and culture. This committee establishes key HR 
management policies under the authorization of the BOD (the board of directors) and 
oversees the execution of these policies. To support the company's business 
development, the committee ensures that HR policies reflect the company's HR 
management philosophy while also considering the business characteristics and 
management models of regions, and functional departments. 
The key roles and responsibilities of the Human Resources Committee include: 
 Managing the succession plans, allocation schemes, and matters related to managerial 
appointments or removals, performance appraisals, compensation, and incentives for 
key managers and talent under the authorization of the BOD 
 Managing overall incentive policies, policies related to social security benefits, the 
compensation structure, and job matching. 
 Managing policies for organizational development and optimization; managing the HR 
budget and headcount planning for each budgetary unit. 
 Managing the policies and providing guidance for employee learning and development 
at all levels. 
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 Setting policies related to employee compliance with internal regulatory requirements 
and managing disciplinary actions against major violations. 
 Providing routine guidance on policies related to the occupational health and safety of 
employees. 
 Managing the strategic HR plans and key HR transformation activities. 
 
The Human Resources Committee meets on a monthly basis and convenes special 
sessions whenever needed. At the invitation of the committee, business executives and 
field-specific experts may attend the meetings as non-voting participants. The Human 
Resources Committee held 12 meetings in 2012 to meet the requests of the BOD and 
globalized business development needs of multiple business groups. The subjects 
discussed included but were not limited to the following: HR strategy planning which 
focused on talent, organization, incentive, culture, and other managerial elements; 
selection and development of staff members for key managerial and professional 
positions; optimization of the company's compensation and incentive structure; review 
and approval of organizational restructuring proposals; development of a governance 
mechanism for flexible headcount budgeting; employee discipline and compliance 
management; development of HR policy frameworks and policies; key implementation 
decisions; supervision of policy implementation. 
 
4.2 Why it is important for Huawei to improve its 
core competence through HRM strategies? 
4.2.1 Core competence 
When people talking about the core competence of Huawei, many of them think it 
will be the R&D, in fact, people just saw the appearance of success of Huawei, 
although Huawei's R&D investment indeed great as well as a strong sense of 
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innovation, but after we interviewed Yangsheng Yu says:‗ the real core competence is 
not only R&D but the corporate culture.’ (Interview) 
 
4.2.2 Corporate culture 
Corporate culture
23
is a set of characteristics that define a business. It involves 
employee attitudes, standards and rites and rituals. The culture of a company is 
connected to the characteristics found in the surrounding society, but it also has some 
traits, such as a hierarchy system, that are unique. A common definition for this 
concept is the values or beliefs a company develops over time. The role of corporate 
culture is to enhance a company‘s mission and strategies, with long-term hopes of 
improvements in a company‘s profit. A strong culture can get all employees on the 
same page and make the company stronger than before the culture existed. One role of 
corporate culture is to influence employee behavior, integrity, ethics, and compliance. 
The human factor has an influence on how corporate culture is expressed. For 
example, a company may have many policies on corporate culture, but seeing them in 
action is how employees learn about them. 
 
Wolf Culture  
Huawei is advocating the "wolf" that the wolf is a learning model of an enterprise. 
Huawei's founder and CEO Ren Zhengfei say
24
: ‗a growing business is like a hungry 
wolf. Wolves have the most significant of the three characteristics, 1) a keen sense of 
smell and sharp predator instincts 2) a strong willingness to self-sacrifice and tireless 
offensive spirit, 3) groups fighting consciousness. Similarly, an enterprise wants to 
expand, it must have three characteristics of wolf.‘ 
 
Huawei's "wolf culture" can be summed up by these words: learning, innovation, 
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benefit, solidarity. By wolf culture, learning and innovation on behalf of keen sense of 
smell; benefit on behalf of offensive spirit; and solidarity on behalf of the group 
fighting consciousness. 
 
The Wolf Culture has been carried out in employees‘ routine work deeply. It has 
influenced work states of employees, such as:   
 
1) A keen sense of smell ---- customer-driven strategy 
Over the past few years, a wave of IT bubble burst in the world lost twenty trillion 
dollars, and from the analysis, almost 100% of the companies were shattered not 
because of the low-technology but because the technology was very advanced that the 
customer did not yet understand and recognition fully, as well as no one to buy it. The 
high-technology product can‘t be selling, but it cost lots of human, material and 
financial resources, so the companies lose competitiveness. In order to learn from the 
failure, Huawei change the technology-oriented strategy to the customer—driven 
strategy early. 
 
Huawei offered the low-cost and high value product by analysis the customer needs 
and give the solution. Yangsheng Yu says: ‘It not simply focuses on technological 
innovation, but new techniques towards customer-oriented.’(Interview) Huawei setup 
the service center in more than 90 countries all over the world, in order to understand 
the customer needs timely and responds quickly, and get the feedback immediately. 
 
2) Self-sacrifice and tireless offensive spirit--- overtime 
The phrase ―Mattress Culture‖ was first coined to describe Huawei‘s self-sacrifice and 
tireless, offensive spirit during the company‘s early days. That means employees 
frequently worked overtime and spent nights sleeping on a mattress in the office. Zhu 
Zhang explain that― Huawei issued a rule stipulating that employees had to get 
permission from their supervisor to work overtime past 10 p.m. and forbidding 
employees from spending the night at the office. However, the implementation of this 
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policy has not particularly effective. Everyone at Huawei, from top to bottom, 
understands that hard work is rewarded. As one employee put it, if there’s a job to be 
done, you can’t drag your feet and let down your colleagues.”(Interview) 
 
3) Groups fighting consciousness--- solidarity 
 
Sales showed the most vivid aspect of wolf that is attack towards the goals within the 
full power in order to get more market share. Yangsheng Yu says: ‘To develop a 
‘specific products’ in a short time, Huawei invest all the resource on the development 
in order to get the success within the knowledge and hard work contributed by all 
employees.‘(Interview) So the cooperation between the sales department and R&D 
department show the solidarity characteristic of wolf. 
 
And we know the corporate culture is the behavior of humans who are part of an 
organization and the meanings that the people attach to their actions. So the key factor 
is the human resource in a corporate culture. 
 
4.2.3 Human resource 
 
Opportunity, talent, technology and products are the main elements for company 
development. There is interaction between these four forces. Opportunity attracts 
talent, talent develops technology, technology creates products, and product brings 
opportunities. So the employees are the key factors in an enterprise, 
 
Huawei define its corporate culture as a wolf culture, and see the employees as wolves. 
For all the employees become excellent wolves, Huawei pay more attention at the fist 
of step- recruitment. 
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There are two main ways of recruitment
25
 in Huawei, one is from society, and another 
is from the universities. The employees in the sales and R&D departments are from 
the university recruitment. In order to get the excellent employees, Huawei hold the 
recommendation party with famous universities every year. During the party, huawei 
give a general information of the company, the product, working environment, 
corporate culture, and then a speech from a new stuff who working in Huawei around 
1or 2 years already since he was graduated from the university. To attract the excellent 
employees early than competitors, Huawei invest lots of energy on this.  
 
The next step is training.  Yangsheng Yu says: ‗All the new employees must take the 
training programme. Huawei has its own training system. In Shenzhen city, Huawei 
has its own training schools and training bases. All employees should be trained 
Huawei and qualified before they can posts’.(Interview)  
 
In order to ensure the employees in Huawei always maintain vitality, huawei pay 
more attention in motivate employees. A good employee in huawei can get not only 
material incentive, but also spiritual encouragement. 
 
Material and spiritual incentives to ensure that Huawei's employees are always 
energetic, full of combat on the battlefield. No professional recruitment, Huawei 
cannot hire good talent; no systematic training, Huawei will not be able to solidarity 
team work; no fair, effective and improve the incentive system; the employees will 
not outcome the high performance to create high profit.   
 
4.2.4 Sub-conclusion 
Wolf corporate culture is a very unique and typical example. It is very difficult to 
imitate a corporate culture, so there is impossible to imitate Huawei‘s wolf corporate 
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culture. Therefore, Huawei's core competencies which is wolf corporate culture can be 
described unprecedented, no latecomers. Corporate culture is not reflected directly the 
competitiveness during a competition, it is through the performance of other factors, 
acting on business management. It is not difficult to understand why the corporate 
culture as the core competence of Huawei after recognizing its actual functions. So 
Huawei put corporate culture as a core competence to create its own way of operating. 
 
And the corporate culture is the behavior of humans who are part of an organization 
and the meanings that the people attach to their actions. So the key factor is the human 
resource in a corporate culture. The major influence of persuading employee with 
high performance on the job is the way that Huawei reward and motive its employees. 
How to motivate employees in order to come out most efficiency preferment to 
improve the company‘s profit is a key question. We will continue discuss in detail 
about the way Huawei reward and motive employees in the later chapter. 
 
 
4.3What kinds of HRM strategies have Huawei 
applied to motivate its employees in order to enhance 
its core competence? 
 
This section will combine with the understanding of relevant motivational theories to 
analyze how do employees of Huawei be motivated and what benefits are produced 
from the existing motivational strategies of Huawei. 
 
Base on the above mentioned, we know that motivation is an important part of 
modern enterprise human resource management to enhance corporate interior 
cohesive force, and that is regarded as an important way to improve the 
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comprehensive corporate competitive ability. Appropriate motivation methods play a 
considerable role for employees and enterprises development. Those are mainly 
reflected in: motivation is helpful to employees to exert their aptitude and wisdom, 
helping enterprises to attract and retain outstanding talent, contribute to create a 
harmonious and stable working environment and conduce to improve the core 
competence of the enterprise. 
 
Huawei motivates employees are also a very important link in its corporate 
management. According to the Huawei‘s Sustainability report 2012 and the interview 
of Huawei‘s employees to know that currently Huawei carries out two-factor strategy, 
goal-setting strategy, job redesign strategy and total rewards strategy, which are 
reflected in the main motivational activities, such as material incentive, spiritual 
encouragement, lowliest place elimination and job rotation.  
4.3.1 Two-factor strategy & Total reward approach 
 
In Huawei, the employees‘ needs are diverse. Yangsheng Yu says: ‗some employees 
would like to get more pay, some employees hope to be recognized by their superior, 
and some employees hope to get more learning opportunities and some employees 
want to promote‘.(Interview) Therefore, Huawei according to the different needs to 
motives its employees. Yangsheng Yu also says: ‗It is not only from the material 
incentives (financial rewards) to motivate employees, but also tries to satisfy 
employees’ spiritual needs (non-financial rewards)‘.(Interview) Based on Frederick 
Herzberg‘s (1996) two-factor theory, we know that people can be motivated by their 
needs. And the motivational factors can be divided into hygiene factors and motivator 
factors. According to A. Maslow‘s Hierarchy of Needs theory (1943), when people 
are satisfied in the most basic needs (physiological needs), they will pursue needs of 
higher levers (safety, love and belonging, esteem and self-actualization). Total 
rewards theory emphasized that enterprise should motivate its employees by financial 
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rewards and non-financial rewards simultaneous. This is due to, in fact, people are 
complex and always in a state of change. That is to say, people‘s needs change at any 
time. If the enterprise only pay attention to financial rewards and ignore the 
non-financial rewards that will result in some employees who need the non-financial 
rewards lose their satisfaction. Conversely, that also will lead to some dissatisfied. In 
addition, to meet personal needs should combine with corporate conditions and ability. 
That is to say, enterprise use different kinds of rewards to motivate its employee, but 
these motivational approaches should be consistent with the corporate goals of 
development. 
 
Yangsheng Yu says: ‗Huawei’s rewards motivation approach has experienced three 
stages of development. The first stage is the start-up period that from 1988 to 1996‘ 
(Interview). During this period, the strength of Huawei was low and ‗the non-financial 
rewards play a leading role for motivate its employees. The second stage is from 1997 
to 2004‘ (ibid.). During this stage, Huawei was in a high-speed development status. 
The strength of Huawei was relatively stronger and it was rapid expansion. At this 
time, Huawei mainly adopted ‗the material incentives approach as ‘base pay+ 
welfare+ overtime salary+ bonuses’. It argued that competitive compensation 
philosophy‘. (ibid.) High remuneration plays a great role in Huawei‘s development. 
‗The third stage is since the end of 2005 until now‘. (ibid.) Huawei is in the mature 
period of development. It needs to equip with internationalized talents that lead to the 
reward motivational approach more enrichment. That means Huawei‘s reward 
approaches are including material rewards and spiritual rewards. 
 
Working condition and remuneration are extrinsic motivation, while, promotion and 
learning opportunities, recognition and the sense of belonging and happiness are 
included in intrinsic motivation. According to two-factor theory, extrinsic motivation 
existence can eliminate employees‘ dissatisfaction and the intrinsic motivation will 
produce more satisfaction. Additionally, these two factors both are affecting the 
self-determination of employee.  
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4.3.1.1 Hygiene factors 
 
Working conditions 
Huawei devotes itself to creating a personalized and comfortable working 
environment that promotes employee health and safety. Zhu Zhang says: ‗In 2012, 
Huawei extensively implemented the Enterprise Asset Management (EAM) system and 
enforced the Employee Working Environment Standards. The system ensures the safe 
operation of various equipment and facilities. They formulated and enacted the 
Employee Working Environment Standards to continuously monitor workplace data 
(e.g., formaldehyde, carbon dioxide, noise, aerobic bacterial count, lighting, 
temperature, and humidity) and resolve every identified problem. In their new office 
buildings, which installed variable air volume systems and building automation 
systems to monitor and control such parameters as indoor temperature, humidity, and 
density of carbon dioxide‘.(Interview) In addition, Huawei also provides a convenient 
working environment to its employees. Huawei‘s Baicao garden is very representative 
that is found in Shenzhen, China. Yangsheng Yu says: ‗There are supermarkets, 
activity center, restaurants, hair salon, laundry and other community facilities in the 
Baicao garden. In there, employees can pay their expenses by wage card‘. (Interview) 
This is undoubtedly a great benefit for some employees who are too busy and no time 
to take care their daily life. Zhu Zhang says: ‗Huawei also regularly organize 
employees’ collective activity‘. (Interview) Its purpose is to make a close relationship 
between colleagues and promote the consciousness of teamwork.  
 
As similar as other material incentive, employee satisfaction of work environment 
will also affect their final work outcome. Huawei does not consider the employee 
work environment within the office range. It believes that employees‘ daily life and 
their work are closely linked, and a comfortable work environment can relieve 
  Roskilde University 
53 
employees‘ tension. Base on the two-factor theory, we know these extrinsic 
motivation cannot bring satisfaction, but these factors can avoid dissatisfaction 
emerged. Satisfactory work environment is one of the important ways to attract and 
retain talents. However, the disadvantages or hidden trouble of this motivational 
approach is when rivals set up a similar work environment that lead to Huawei‘s 
appealing superior work condition will be greatly passive reduced. That is to say, 
employees‘ dissatisfaction may come from the competitors‘ development. 
 
Basic salary--- financial rewards 
Yangsheng Yu says: currently, Huawei mainly adopts ‗the remuneration incentives 
(financial rewards) approach as ‘basic salary+ bonus+ stock dividends+ welfare+ 
overtime salary’‘. (Interview) Huawei implements the differential basic salary to 
motivate its employees. Zhu Zhang says: ‗The basic salary is based on employees’ 
position and working time. In addition, Huawei’s remuneration allocation is based on 
the employee’s ability. That is to say the bonus allocation is depending on personal 
and department performance. Pensions and other benefits are according to the result 
of job evaluation‘. (Interview) Yangsheng Yu says: ‗In the first half of 2013, Huawei 
enhance 20%- 30% of basic salary of junior staff. This leads to Huawei’s turnover 
rate close to 9%.‘ (Interview) Although this figure means that Huawei has nearly 
14,000 employees left their job in the first half of 2013. ‗But this result is within the 
scope of Huawei’s forecast.‘(ibid.)‗Huawei hopes that it can through adjusting the 
basic salary to motivate its employees and to change the HR phenomenon which the 
junior staff shortage but middle-level staff surplus.‘(ibid.)This also implies Huawei‘s 
motivational strategy and its overall business strategies are matching.  
  
Based on the two-factor theory and total reward theory, we know that the basic salary 
and other kind remunerations are extrinsic motivation. That has a greatly positive 
relationship with employee loyal, work motivation and corporate cohesion. In fact, the 
remuneration is also a very concerned topic of each employee. The remuneration is 
classified in employees‘ physiological needs range. That is to say, the remuneration is 
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the most basic needs of employees to work. And, if this kind of needs cannot be met 
that will produce the dissatisfied mood. From the point of the above mentioned 
information, Huawei‘s remuneration incentives strategies are based on its overall 
strategy. In this sense, remuneration incentive is no longer a simple pay issue. It will 
improve the corporate competitiveness as well as enhance the employees‘ morale.  
 
But, the disadvantages of the basic salary improvement is that will lead to some 
employees be content with their present situation, and then to reduce the effectiveness 
of the remuneration incentive. In addition, the new remuneration policy may cause 
some dissatisfaction with middle-level staff, while Huawei can strategic control the 
number of turnover, but this may cause the technical backbone employee sudden 
resignation. This will affect the normal operation of Huwei, and even bring the 
death-blow. And that also will indirectly affect the other employees work status. 
  
Stock incentive --- financial rewards 
Another important way of Huawei‘s remuneration incentive is stock incentive. 
Yangsheng Yu says: ‗From the beginning of 2005, Huawei has launched a 
shareholding reform which called ‘virtual stock mode‘.‘(Interview) That because of 
Huawei at the development stage, it needs a lot of capital turnover. External financing 
cost is relatively high. Therefore, Huawei adopts method of internal staff financing. In 
return, employees can get the corresponding number of dividends. Merely, so far, 
virtual stock mode is mainly referred to Huawei motivates its employees by a kind of 
virtual stock. Zhu Zhang says: ‗The motivated employees can base on their virtual 
stock to get a certain amount of dividends. But these employees are without ownership 
and voting rights. This virtual stock cannot be transferred and sold. And when the 
employees leave Huawei, the virtual stock will be null and void automatically. But the 
virtual stock does not be average distributed. Every year, Huawei assesses the virtual 
stock amount of each employee. The virtual stock amount and the size of employee’s 
contribution are proportional. The employee’s contribution mainly involves three 
aspects, which are knowledge ability, problem-solving ability and the ability to take 
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the job responsibility.‘ (Interview) Meanwhile, Huawei recruits new employees every 
year and the new employees can get the reward when they have special contribution. 
In this way, the total value of virtual stock of each employee will be adjusted per year. 
The dilute value of the virtual stock will reduce the income of employees who no 
longer improves their contributions.  
 
The stock incentive produces the effect of motivation. This approach fundamentally 
changed the relationship between enterprise and employee. Due to the original 
employment relationship change into the partnership that leads to the development of 
Huawei is closely related to the interests of employees. The virtual stock holders 
through their own efforts to manage Huawei that result in Huawei profit constantly 
and then the holders will get more dividends. That is to say, more corporate 
performance will bring better earnings. In addition, due to the employees become the 
owner of Huawei, their sense of belonging is further strengthened. And then, the 
enthusiasm of employees is motivated. Virtual stock is an important means of Huawei 
to motivate its employees. It not only improve the enthusiasm of employees, thereby 
creating a huge profits and the good corporate culture, but also play an important role 
in optimizing the structure of corporate property rights and expanding the corporate 
external influence.   
 
Although virtual stock is an extrinsic motivation to improves employees‘ motivation. 
But, everything has its opposite sides. Virtual stock mode also exist some 
disadvantages and limitation. For example, some employees will reduce and even not 
mind to accumulate basic salary that result from they are inspired by virtual stock. 
That means they are excessive attention to short-term interests of Huawei. That is not 
match the corporate concept of sustainable development. In addition, employees‘ 
aspiration of share out dividend is strong that leads to corporate pay pressure 
increased. Therefore, virtual stock incentive approach is suitable for the enterprise, 
which has a relatively abundant funds flow.  
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4.3.1.2 Motivator factors 
 
In Huawei, there are many different kinds of rewards. Huawei‘s non-financial rewards 
approach is mainly involving reputation, authorization, promotion opportunity and 
self-enhancement opportunity which towards the internal needs of employees.  
 
Reputation --- non-financial rewards 
Zhu Zhang says: ‗Huawei has set up an honor department. Its specific responsibilities 
are employees’ assessment, to decide awards and to reward employee. Huawei offers 
improvement prize to new employees. Every employee will achieve a project award 
when they participate in and complete a project. In China, each spiritual 
encouragement reward around 200 yuan RMB’.(Interview) Every time, employee is 
rewarded that means he or she acquires reputation and superior recognition. This is 
reflection of Huawei‘s financial reward in close combination with non-financial 
rewards. And the reputation reward is no limitation. In other words, if an employee 
becomes an honorable mention maker, he or she will receive an expensive reward.  
 
Authorization --- non-financial rewards 
Huawei makes great efforts to provide opportunities for employee growth and 
development. In addition, Huawei treats its employees as the owner of the enterprise. 
Zhu Zhang says: ‗Employees have suggestion rights, oppugn rights and other 
rights.‘(Interview) So that employees can express their views in the daily work. And 
they are also more likely to get the opportunities of growth. More and more 
authorization produces more responsibility to Huawei‘s employees. In this way, some 
employees who aspire to fulfill more responsibility will be motivated. 
 
Self-enhancement opportunity ---non-financial rewards 
Yangsheng Yu says: ‗Huawei provides many self-enhancement opportunities to its 
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employees that reflect in a series of training programs.‘ (Interview) Employees are the 
foundation of the company. Enhancing their capabilities not only benefits individuals 
but also contributes to the company‘s overall growth. Huawei provides a series of 
training programs to help employees enrich their knowledge of the company, products, 
and management while also developing general and specialized skills in all working 
fields of Huawei. For example, in year 2012, the total participant are76, 833, total 
training personal-time are 1,136,930, average training hours per employee are 20,67, 
training investment 368,798,400 RMB.
26
 The employee who desires advanced 
knowledge will be motivated by more and more training programs, such as the 
technology R&D employees. Advanced technical knowledge for them is the 
foundation of the innovation.  
 
Promotion opportunity --- non-financial rewards 
Huawei offers equal and extensive opportunities for learning, training, and promotion. 
That helps to employees grow and realize their individual value. Yangsheng Yu says: 
‗Huawei provides two career development paths, which are management path and 
professional path.‘ (Interview) These paths allow employees to put their strengths and 
interests in their pursuit of personal growth. Within Huawei, support, training and 
development are ongoing process for all employees. 
 
In here, we summarize the Huawei‘s employee career development structure diagram 
as follows :( see Figure 9) 
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Source: Group Understanding 
 
From this diagram we can see that Huawei‘s organizational structure has five levels. 
Except the business personnel, the other four levels employees have their own power. 
Although the different levels‘ power are not the same but all of that can motivate 
employees. For example, employee can start from the level of business personnel, and 
then to be promoted as a customer manager (leader). Customer manager has three 
development directions, which are marketing key employees, marketing experts and 
marketing senior experts. If this employee wants to become a manager or Huawei 
adjusts him to work in management that means his development directions and 
acquisition of powers will more and more diversification. In Huawei, the position is 
not only the symbol of power, but also is a symbol of income. In addition, every two 
years, Huawei makes a job position qualification certificate. Huawei can base on the 
results of certification to decide keep on, promotion or demotion of employees. The 
Figure 9Career development structure of Huawei’s employees 
Professional and technical personnel: Managers: 
Senior expert Senior manager 
Expert Middle manager 
Key employees First-line manager 
Leaders 
Business personnel 
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job position qualification certificate leads to cadre selection of Huawei more scientific 
and reasonable. And also provide a clear direction for staff training. At the same time, 
it also opens the channels for employee promotion.  
 
4.3.2 Lowliest place elimination 
 
Yangsheng Yu says: ‗Huawei keeps the 10%-15% employee turnover by its internal 
elimination strategy. Huawei began to implement the lowliest place elimination 
mechanism in 2009.‘ (Interview) That is contribute to Huawei establishes a benign 
metabolism mechanism for human resources. Zhu Zhang says: ‗This kind of 
competition mechanism causes a phenomenon of employee work overtime.‘ (Interview) 
This phenomenon is a kind of embodiment of Huawei‘s Wolf culture and Mattress 
Culture. 
 
Lowliest place elimination mechanism has interrelation with employee performance 
and the number of employee who achieves the performance. Yangsheng Yu says: ‗the 
employees’ performance as the horizontal axis (decreasing from left to right) and the 
number of employees who have achieve the performance as the vertical axis 
(increasing from bottom to up). Using this map, manager can easily distinguish the 20% 
employees are placed in the top part (class A), 70% employees are placed in the 
middle part (class B) and 10% employees are placed in the bottom part (class 
C).(Interview) The employees who come from A class are passionate, responsible, 
open-minded and visionary. And they not only alive, but also have the ability to 
influence other people to raise the corporate production efficiency. Whether the 
strong passion has is the biggest difference between class A and class B employees. 
Employees of class C are unable to do their job‘. (Interview) 
 
The positive results of Huawei‘s lowliest place elimination approach are optimizing 
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structure of HR and motivate employees. Huawei eliminates its employees according 
to the performance evaluation that means Huawei complies with the justice and equity 
principle to motivate its employees. The lowliest place elimination strategy is a kind 
of strong management approach. It gives employees some pressure and motivates 
their enthusiasm.  
 
According to Goal-setting theory, people will expend greater effort toward achieving 
goal of performance that due to they believe goal will result in important outcomes. 
Enterprise can through a goal to motivate its employees. Goal-setting approach is a 
kind of process motivational strategy. The quality of the goal will directly affect the 
result of motivation. Too difficult or too easy goal cannot cause the interests of 
employees and even make them to lose confidence. Therefore, a reasonable and 
challenging goal is a good start of the motivation process. In addition, goal 
importance is an important factor, which should be considered by performer. To 
assume that the goal is not necessary to be performed, that is to say, this goal is not 
important for the performer, and then the process of motivation will not appear. When 
a goal is important for people and they also think they have the enough ability to 
perform it, then a goal commitment is created. This means the people is motivated in 
this process. That because of the people will do it best to achieve the goal 
commitment. Motivated employees‘ efforts produce more performance and also to 
make Huawei in a positive and active state. In this process, feedback is also important 
factor. It not only guides employees‘ direction of efforts, but also makes employees to 
keep confident. We combine with Locke and Latham‘s (2002) goal setting cycle (see 
Figure 5) to further analyze how lowliest place elimination strategy plays a role in 
motivational process.  
 
Goal Core: lowliest place elimination strategy makes Huawei‘s employees to produce 
a goal for ‗I do not want to be eliminated‘ or ‗I have enough ability to perform the 
task‘ or ‗I am better than others‘. That is to say, if the employee wants to continue 
working in Huawei, he or she must produce more performance than others. Although 
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this goal brings pressure to employees, but also gives them power. 
 
Moderators:   
 Goal Importance：Under the premise of lowliest place elimination strategy, the 
goal is important for every employee of Huawei. Of course, except some 
employees who intent to leave their job. That because of the elimination means 
people will lose the opportunity to work in Huawei. In addition, it also reflects 
people‘s work ability not good as their colleagues. And, be eliminated means 
passive leave. That will affect people‘s confidence and it is also a kind of way to 
deny people‘s work ability. Therefore, the goal created by lowliest place 
elimination strategy for Huawei‘s employees are importance. 
 
 Self-efficacy：Due to the standard of lowliest place elimination system is same for 
every employee. That means every employee should know own ability and to 
determine whether they have the ability to achieve the task goal. But unlike the 
ordinary goal setting, lowliest place elimination system is a kind of strong 
management system. That is to say, when employees think their self-efficacy is 
not enough to support them to achieve the goal, they cannot say I do not accept 
this goal. That because of that ‗don‘t accept‘ is equal to say I lack of the ability to 
work in Huawei.  
 
 Goal Commitment: In the implementation process of lowliest place elimination 
system, the goal commitment is an inevitable product. Therefore, employees will 
pay their effort on perform the task. 
 
 Feedback ： Feedback in the motivational process that play a role of 
communication and guidance. It helps to performer know their working progress 
and their direction of efforts is correct or not. 
 
In the implementation process of lowliest place elimination system, employees are 
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motivated. Finally, Huawei through the performance evaluation to eliminate those 
employees who are known as have no enough work ability. But in the end, no matter 
who was eliminated, every employee pays their efforts and explores their potential. 
That is to say, employee has been motivated in this process. In addition, between 
employees there is an unwritten competitive relationship. Employees realize that only 
their own performance is more outstanding that lead to they survive in the 
competition.  
 
4.3.3 Job redesign strategy 
 
Zhu Zhang says: ‗In Huawei, sales personnel and technical personnel need to rotate 
their position.‘ (Interview) Employees work in the technology sector a few years, they 
will be rotated in sales sector. And other employees who work in sales sector will 
return to R&D sector. The premise is Huawei requires its employees have relevant 
professional background of telecommunication technology.  
 
According to job redesign theory, we know that job rotation is a kind of way to carry 
out the job redesign strategy. Many authors argued that motivation is inherent in the 
nature of jobs. That is to say, job characteristics can directly affect employee‘s 
psychological states and indirectly influence their outcomes. Job rotation means 
manager adjusts employees to perform another task and after certain of period they 
will be transferred back to the original task, that in order to overcome the feeling of 
monotony of work and promote the comprehensive skills of employee. As we 
mentioned, Huawei implement Job rotation regulation and it achieves many benefits 
from this strategy, such as saving the cost of recruitment, motivate and retain talents, 
as well as, control risk and against corruption. But from the HRM‘s point of view, this 
strategy effectively motivates employees is the main reason for the job rotation 
regulation is implemented. In addition, Huawei‘s Wolf culture drives its employees as 
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a wolf, which has the ability and skills to adapt to different conditions of living 
environment. However, we try to combine JCM (see Figure 6) to analyze how the job 
rotation strategy plays an important role to motivate Huawei‘s employees.  
 
Skill variety (SV): Huawei advocates sales personnel and technical personnel to 
exchange their positions. Different jobs require employees with a variety of skills and 
abilities to solve different problems occurred in their work. During job rotation 
process, employees will participate in the new job training and technical training. And 
they constantly self learning that in order to competent at the new job as soon as 
possible, that also means employees‘ potential to be stimulated. Job rotation can 
enable employees to experience the work of other departments and to make 
employees from a higher and broader perspective to think. That leads to employees 
conduct thinking in another‘s shoes, increase employees' consciousness of 
cooperation and let employees to better grasp corporate overall strategic objectives. 
And then to becomes a strategic talent. In addition, job rotation can tap employees‘ 
true talents. For individuals, job rotation can strengthen communication ability, 
expand personal connections, expand the visual field and develop strategic insight, 
that so as to prepare for promotion. For Huawei, job rotation brings a big harvest for 
tap talents. 
 
Task identity (TI): In Huawei, job rotation strategy is formulated according to the 
overall business strategy. That is to say, the purpose of Huawei‘s job rotation strategy 
is combined with its overall business goals. Yangsheng Yu says: The original intention 
of Huawei‘s job rotation is to ‘train more well-motivated employees.‘(Interview) 
Motivated employees are more efficiently and their work performance is also higher. 
Huawei is based on employee performance evaluation to reward its employees. 
 
Task signification (TS): For personal, job rotation regulation helps to them to obtain 
more and different work experience and also to learn more professional knowledge 
and skills. For Huawei, job rotation strategy helps to it to optimize its human 
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resources structure. In the first half of 2013, Huawei appeared a kind of phenomenon 
which the junior staff shortage but middle-level staff surplus. Promotion has been one 
of the employee work motivation. But the flattening of organizational structure leads 
to the higher positions less and less and the opportunity of employee promotion also 
reduced correspondingly. To adjust the employees to work in staff positions of 
different department is a good way to respond this phenomenon. The opportunity of 
different work experience achievement is able to motivate some employees.  
 
Autonomy (Au): Huawei treats its employees as the owner of the enterprise. 
Employees of Huawei have suggestion rights, oppugn rights and other rights. So that 
employees can express their views in the daily work. More power not only means the 
working resistances reduce, but also means more responsibility.  
 
Feedback from job (Fb): Job rotation also helps to promote the communication 
between departments and improve work efficiency of employees. Due to the 
acceleration of market environment change, the communication becomes more and 
more important in the enterprise. And the job rotation strategy can drive the 
employees flow, and then to create the information flow. The information flow is very 
effective for facilitating communication. Job rotation can promote mutual 
understanding between departments. That makes the upstream sector (D&R 
department of Huawei) more clearly the meaning of their services for downstream 
sectors (sales department of Huawei). And also makes downstream to better 
understanding the upstream sector‘s needs. In this way, the work efficiency will be 
improved. In addition, Yangsheng Yu says: Huwei hopes its ‗employees can through 
web chats, one-to-one meetings and HUAWEI PEOPLE (Corporate BBS and blog) to 
voice their ideas‘ (interview), concerns and feedback and then to foster trust and build 
employees‘ satisfaction and sense of belonging. Even if, in fact, it is not easy, that 
because of some real voice will not be said. But, Huawei still hope to provide the 
most direct communication channels to its employees. That because of timely 
feedback can make the employees to save more time and energy to complete the task, 
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and then to improve the whole work effectiveness.  
 
Today, salary and welfare improvement cannot meet the needs of corporate excellent 
staffs. Nevertheless, to expand work content, to have more decision-making power, to 
fulfill more responsibility and obtain more helpful work experience are more 
attractive for these employees. Job rotation contributes to employees to realize their 
potential, to promote responsibility, to achieve self goal, and to make employees 
happier and more confidence. In this way, employees are more motivated, achieve 
self- actualization needs and be ready for their next challenge.  
 
4.3.4 Sub conclusion 
 
For the development of Huawei in these years, a set of Huawei internal employee 
motivational approaches made a great contribution to it rapid extension and cultural 
construction. If Huawei without these unique motivational approaches, it is hard to 
stand out from many private enterprises and become one of the world top 500 
enterprises.  
 
Huawei implements the high wage mechanism, at the same time, it also implement 
another mechanism for its all employees hold virtual stock. These two mechanisms 
both achieved good results. The basic need of people is material needs (physiological 
needs). It is the original motivations for people engage in social activities. However, 
the value of money is not the same. Therefore, Huawei tries to through reasonable 
remuneration incentives to maximize its employees work enthusiasm. In addition, the 
most important point of remuneration incentives is justice and equity. Otherwise, it 
will hurt the feelings of employees. Huawei objects the equalitarianism that base on 
the justice and equity principle. It bases on the employee performance to provide 
different level of basic salary to its employees. In addition, Huawei established the 
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Baicao garden where makes its employees work in the company more like at home. 
When an employee works in an environment which is full of trust, enthusiasm and 
respect, he or she must be full of enthusiasm, thus forming the loyalty. 
 
Huawei‘s spiritual motivational approaches are also done quite well. Huawei‘s 
spiritual motivational approaches are various. Huawei gives rewards to its employees 
who make contributions. Huawei also established effective authorization motivational 
approach. This makes the employees have the opportunity to participate in the 
corporate decision-making process and to satisfy the employee special needs, and then 
to enhance corporate performance and achieve the corporate goals. Scientific career 
planning is the essential step in motivating employees‘ process of Huawei. It 
contributes to improving employee‘s sense of achievement, satisfaction and loyalty. 
And that also makes the individual needs consistent with the corporate needs. 
Therefore, enterprise should set up more kinds of career planning to meet various 
needs of employees. Material and spiritual incentive to ensure the employees of 
Huawei are energetic. 
 
In addition, moderate elimination mechanism can make employees have a sense of 
crisis and urgency, and impel employees to better to express their subjective initiative 
as well as to stimulate the corporate vitality. Huawei carries out the lowliest place 
elimination approach combines with its internal promotion mechanism. It can 
effectively motivate employees‘ sense of responsibility and improve employees‘ sense 
of ownership, which results in employees make more and more suggestions for 
corporate development. At the same time, it also brings fresh blood to Huawei‘s HR. 
Its ultimate aims are making the incompetent employees have a sense of crisis, 
mediocre employees feeling pressure and excellent employees with a sense of 
accomplishment.  
 
All in all, Huawei‘s motivational approaches were changed according to its internal 
conditions and external environment development. The traditional concept for job 
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oriented, only pays attention to short-term interests and remuneration as cost center 
has been unable to meet currently development of Huawei. Huawei implements 
motivation strategies to obtain the competitive advantage of the talent aspect, to 
continuously bring highly efficient HR, and to provide a strong guarantee for 
corporate vision, mission and goals. In short, Huawei through motivation strategy not 
only directly makes excellent talents gathered, optimizes the structure, but also 
indirectly consolidates its core competence. 
 
4.4 What should Huawei pay attention to motivate its 
employees? 
 
Through the above analysis and understanding of Huawei‘s motivation strategies to 
know that Huawei improve its overall performance and form a unique corporate 
culture by motivating its employees. But, there are still some notable issues in the 
implementation process of motivation strategies. Therefore, in this section, we try to 
give some suggestion to Huawei‘s HRM that in order to better to implement its 
motivation strategies. Suggestions will involve the reasonableness and 
appropriateness aspect, the justice and equity aspect, the voluntariness aspect and the 
immediacy and flexibility aspect for motivation strategies implementation, as well as 
the aspect of knowledge and skills of manager who will carry out the motivation 
strategies. 
 
4.4.1 Reasonableness and appropriateness 
Suicides of Huawei‘s employees were not news. From 2006 to now, six employees of 
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Huawei were unnatural deaths.
27
Although, not all the reasons for employees‘ suicide 
are caused by work, but that does not mean there are no relations. Huawei‘s lowliest 
place elimination mechanism is based on employees‘ performance evaluation to 
determine who will be eliminated. And work overtime is one of the most important 
indexes of this performance evaluation. That will directly influence employees‘ salary. 
Work overtime is a kind of reflection of Huawei‘s Mattress Culture. Although 
Huawei‘s Mattress Culture causes advanced technology and good economic returns, 
but it also depletes employees‘ normal rest time and their health. The results of the 
lowliest place elimination mechanism are continued to work or be dismissed. This 
means that employees after their self-denying efforts to get the ‗reward‘, which may 
be dismissed. That will bring more mental and spiritual pressures to employees. 
Greater pressure in some ways results in employees seems to work machine, 
interpersonal relationship will be cold and indifferent, and competition intensified 
among employees. W.A. Khan (2003, P64) said that performance can lead to 
satisfaction, but the premise is ‗the equitability of rewards intervenes between 
performance and satisfaction.‘ This term ‗equitability of rewards‘ refers a degree of 
balance between intrinsic rewards and extrinsic rewards. But the result of being 
dismissed means these employees only will get the extrinsic rewards, such as salary, 
but they cannot get corresponding intrinsic rewards and even get a negative 
psychological hint. Therefore, those employees who have a poor psychological 
quality will make the extreme behavior, such as suicide. Huawei should pay attention 
to reasonable and appropriate motivation strategies. Greater pressure can produce high 
performance, but that cannot bring employee satisfaction. Employees are passively 
complete a certain task with their negative mood. The negative mood will not only 
affect colleagues, but also affect the quality of outcomes and corporate interests, as 
well as, the long-term cooperation relationship between employees and enterprise will 
not be realized. In addition, employees‘ extreme behavior will affect the corporate 
reputation and that also brings a negative influence on the corporate recruitment in the 
future.  
                                                             
27
Jump off a building. (2010)  
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4.4.2 Justice and equity 
In Huawei, as long as the employee participates in and completes a task, they will get 
the corresponding rewards. But, Zhu Zhang says: sometimes, ‗Huawei sets a work 
group as a unit and directly to reward the unit.‘ (Interview) Therefore, when group 
members allocate the rewards that will inevitably cause the unfair phenomenon. The 
unfair phenomenon refers to the employee who makes a greater contribution to 
complete the task and he also gets more rewards than his partners, but the value of 
rewards may not equal his efforts. That means, if the person completes a task and 
invests the same degree efforts that lead to he get more rewards. Srinivas R. Kandula 
(2006, P42) pointed out ‗employees tend to be disappointed, culminating in job 
dissatisfaction, if they believe that they are compensated disproportionate to their 
contribution.‘ In this way, the employee will produce dissatisfaction. And even, the 
person will invest less effort in the next task. ‗Employees‘ perception of fairness, that 
is, that their needs are reasonable well satisfied by the organization‘s policies, 
practices, and other characteristics‘. (JordiGual and Joan E. Ricart, 2001, P16) 
Therefore, the rewards allocation mechanism should be specific to the individual. 
That contributes to justice and equity principle implementation.  
 
4.4.3 Voluntariness 
Sales personnel and technical R&D personnel need to exchange their work to each 
other in a certain period. Although the job rotation system can produce many benefits, 
such as obtain more motivated employees. But, in fact, some technical R&D 
employees are not good at doing sales and they also without any interests in sales. In 
that way, even these employees engage in sales work, they will not be motivated. That 
is due to they reject this job rotation system. That is to say, they just want to get more 
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professional knowledge and work experience for technical R&D. Such as Zhu Zhang, 
he ‗prefer technology R&D’ and ‘not good at sales’, so if exchange her to do sales that 
will lead to dissatisfied. (Interview) Therefore, a mandatory job rotation system will 
affect self-actualization of employees. O‘Reilly and Caldwell (1980) presented that 
intrinsic factors, rather than extrinsic factors such as pay, have played a much more 
significant role in career satisfaction and desire to stay on the job. All in all,  
mandatory job rotation strategy not only failed to motivate employee and also result in 
some employees leave their job. Therefore, Huawei should respect personal needs to 
implement the job rotation system and authorize more autonomy to employees.  
 
4.4.4 Immediacy and flexibility 
Zhu Zhang says: ‗Huawei offers monthly pays to its employees. But, the monthly pays 
not includes the dividends‘. (Interview) That means all employees will get their 
monetary rewards in the end of each month. Therefore, if Huawei considers adding a 
timely rewards system that will be more flexible to recognize the contributions of 
employees. That means Huawei can motivate its employees all the time. Flexible 
motivation strategy will influence employee motivational flexibility. That is to say, 
employees will base on external incentive to resiliently adjust their own motives and 
master/performance goals. Timely rewards system can make the cycle of adjustment 
shorter and the frequency of adjustment faster. Andrew J. Elliot (2013, P533) thought 
that people‘s ‗motivational flexibility can affect behavioral outcomes.‘ Brief to say, a 
reasonable and flexible motivation strategy will more effectively influence employees‘ 
outcomes. Therefore, this timely rewards system must involve financial reward and 
non-financial rewards. That because of employees needs is different and the needs of 
each person are constantly changing. 
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4.4.5 Knowledge and skills 
For every enterprise, managers participate in the process of motivating employees. 
They are actual operating personnel for motivation strategies implementation. 
Therefore, their related knowledge and skills of motivation are also making an 
important influence on the results of motivation. Yangsheng Yu says: ‘the knowledge 
and skills of related manager should cause the attention of Huawei.’ (Interview) For 
example, when employees perform a task, they always need some feedback from their 
managers. At this time, the attitude and expression of managers will influence the 
psychological state of employees. In addition, John A. Detamore (2008, P31)thought 
‗an employee can fully comprehend how his/her actions today will help them achieve 
future goals, the more motivated and satisfied they will be.‘ And, in this paper, we 
have mentioned the importance of feedback in the motivation process. Therefore, 
manager related knowledge and skills should be improved. That will help to 
effectively motivate employees. 
 
 
4.4.6 Sub conclusion 
 
These suggestions are concluded by the analysis of the above section. All the 
suggestions are in order to make Huawei‘s motivation strategies more effective. That 
is to say, employees are motivated and actively complete the task, rather than 
passively perform some tasks which they do not like or not interest. In addition, the 
principle of justice and equity should combine with motivation strategies. That leads 
to every employee‘s benefits are properly coordinated. In this way, Huawei will not 
only motivate employees, but also to avoid the contradiction between the employees 
and to maintain a stable working situation. In addition, that is also advantageous to the 
long-term cooperation between employees and enterprise. And then, the core 
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competence of Huawei will achieve sustainable competitive advantages.  
 
Chapter 5. Conclusion 
In recent years, due to the information technology has developed so fast, so the IT has 
been bundle with everyone‘s normal life. But the competition in this industry is fierce, 
every enterprise tries to find out its own competitive advantage in order to survive and 
constantly expand the market share to get more profit. So in this project, we are 
analysis how to effectively motivate employees to manage human resource in order to 
enhance corporate core competence. And we choose Huawei, which is the one of the 
fast-growing companies in China, also the largest telecommunications equipment 
maker in the world as a case study target.  
 
In order to answer the research question precisely, we divide it into three 
sub-questions. And we combine the relevant theories with primary data and secondary 
data to gain reliable and valid result.  After the analysis we find that corporate core 
competence is very important for the further development, and it can be 
high-technology, low-cost material, and so on, but in this project, we are focus on the 
corporate culture.  
 
The role of corporate culture is to enhance a company‘s mission and strategies, with 
long-term hopes of improvements in a company‘s profit. It influences employee 
behavior, integrity, ethics, and compliance. The human factor has an influence on how 
corporate culture is expressed. So, how to motivate employees in order to get 
outstanding achievement are the key factors. We use two-factor theory, goal-setting 
theory, job redesign, total reward theory to analysis how huawei use these theory to 
motivate its employees to get outstanding achievement. Huawei through motivation 
strategy not only directly makes excellent talents gathered, optimizes the structure, but 
also indirectly consolidates its core competence. 
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At last, we give some suggestion what they should pay attention to motivate its 
employees based on the interview of the employees in Huawei. All the suggestions are 
in order to make Huawei‘s motivation strategies more effective. In this way, Huawei 
will not only motivate employees, but also to avoid the contradiction between the 
employees and to maintain a stable working situation. In addition, that is also 
advantageous to the long-term cooperation between employees and enterprise. And 
then, the core competence of Huawei will achieve sustainable competitive advantages. 
 
Chapter 6. Perspectives 
 
This section will present other suggestions for motivation strategies in the further 
research that will relate to regional motivation strategy implementation (local law), 
employees‘ development stage (the life cycle of employees) and the method of 
information and data collection.  
 
Due to Huawei constantly expanding its market share that leads to it has more and 
more employees in all over the world. But regional differences results in different 
countries have different local culture and law. Huawei‘s Wolf Culture is a core 
concept for motivating employees. It is undeniable that Huawei‘s motivation 
strategies derived from Wolf Culture and that not only brings benefits but also caused 
a voluntary overtime phenomenon. Mattress culture is a very good derivative. But in 
many countries, voluntary overtime phenomenon is impossible. That because of in 
many countries, such as European countries, enterprises are required to pay 
employees overtime. And this overtime includes employees‘ voluntary overtime and 
enterprises requisite overtime. That is to say, as long as employees in the work, the 
enterprises need to pay the corresponding salary to them. If not, that means illegal. 
Therefore, employees‘ voluntary overtime is a kind of uncontrollable cost for these 
enterprises. In short, Huawei should be more flexible to implement its motivation 
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strategies and it cannot motivate its staff by the fixed motivation strategies. This 
because of Huawei‘s motivation strategies do not apply to all countries.  
 
In addition, every enterprise has establishment, growth, prosperity and decline stage 
in its life cycle. Similarly, staff join the enterprise also has a work life cycle, which 
from adaptation to growth, and then to maturity and finally leaving. Employees‘ status 
and demand are not the same in each stage. For example, when employees in the 
adaptation stage, they cannot easily produce senses of belonging and neighborliness in 
the unfamiliar environment. When employees in the growth stage, they will pay more 
attention to self growth and they hope to get more learning opportunities. And, when 
employees in the mature stage, they desire more recognition from superior, more 
respect from colleagues and more opportunities of self actualization. When, 
employees in the decline stage, they hope to get corresponding welfare and health 
security. In short, employees‘ needs are mutative that with their working stage change. 
Huawei should accord to employees‘ different needs of different stages to implement 
its motivation strategies that in order to achieve the best effect of motivation. 
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Appendix 
Interview 
Interview of Yangsheng Yu 
 
1. How long have you been work in Huawei, and what is your position now? 
Answer:  I have been working in Huawei since 2002. It is more than 10 years already 
and my position is manager of sales department focus on the transport network in the 
northeast region of China.  
 
2. What is the key successful factor of huawei in your opinion? 
Answer: The key successful factor of Huawei is core competence. When people 
talking about the core competence of Huawei, many of them think it will be the R&D, 
in fact, people just saw the appearance of success of Huawei, although Huawei's R&D 
investment indeed great as well as a strong sense of innovation, but the real core 
competence is not only R&D but the corporate culture. Huawei is advocating the 
"wolf" that the wolf is a learning model of an enterprise. And enterprise should have 
the characteristics of a wolf. That is 1) a keen sense of smell and sharp predatory 
instincts 2) a strong willingness to self-sacrifice and tireless offensive spirit, 3) groups 
fighting consciousness. The product of huawei not simply focuses on technological 
innovation, but new techniques towards customer-oriented. To develop a ‗specific 
products‘ in a short time, Huawei invest all the resource on the development in order 
to get the success within the knowledge and hard work contributed by all employees. 
 
3. How is your work environment, such as comfortable, safety enough? 
Answer: Huawei as the leading enterprise of the industry, it also wakes up to the 
close and inseparable relationship between enterprise development and employees 
efforts. Therefore, Huawei hopes it can provide a comfortable and convenient 
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working environment to its employees. It hopes its employees can work harder in a 
relatively good environment. At the same time; they also can enjoy their work.  
 
Our work environment is comfortable, safe and convenient. For example, we have a 
famous Baicao garden in China. Huawei has many branches in China, and each 
branch has a similar Baicao garden work environment. Only the sizes are different. 
There are supermarkets, activity center, restaurants, hair salon, laundry and other 
community facilities in the Baicao garden. In there, employees can pay their expenses 
by wage card．This is very convenient for me and I save a lot of time by it.  
 
In addition, Huawei wants its employees can through web chats, one-to-one meetings 
and HUAWEI PEOPLE (Corporate BBS and blog) to voice their ideas．Huawei wants 
its employees not only have a comfortable work environment, but also have a free 
invisible space to communicate. These channels of communication make the 
relationship between colleagues more intimate.  
 
4. Does Huawei offer some training program in order to enrich employees’ 
technical knowledge?  Do you think it is useful to you? Why? 
Answer: All the new employees must take the training programme. Huawei has its 
own training system. In Shenzhen City, Huawei has its own training schools and 
training bases. All employees should be trained to Huawei and qualified before they 
can be posts. Huawei also provides many self-enhancement opportunities to its 
employees that reflect in a series of training programs. All the employees of Huawei 
are trained. That includes me. Training helps employees to master relevant skills and 
more knowledge, makes employees to adapt quickly to work, and helps to employees 
know the business philosophy and goals. Moreover, when employees finish the 
training, they will obtain the corresponding qualification and certain rewards. These 
qualifications will be conducive to employees‘ career development. Huawei provides 
two career development paths, which are management path and professional path. 
Employees can choose their future development direction according to their own 
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interests. But the premise is they need to have the relevant knowledge background. So, 
the training is very helpful for the employee who wants to have the long-term 
development in Huawei.   
 
5. Does Huawei bases on the results of performance evaluation to determine the 
reward and promotion of employee? Do you satisfy this regulation? Why? 
Answer:  Huawei hopes its employees with the spirit of the wolf in the working 
process. Therefore, Huawei established the performance evaluation system. This 
system can be simply described as the employees performance as the horizontal axis 
(decreasing from left to right) and the number of employees who have achieved the 
performance as the vertical axis (increasing from bottom to up). Using this map, 
manager can easily distinguish the 20% employees are placed in the top part (class A), 
70% employees are placed in the middle part (class B) and 10% employees are placed 
in the bottom part (class C). The employees who come from A class are passionate, 
responsible, open-minded and visionary. And they not only alive, but also have the 
ability to influence other people to raise the corporate production efficiency. Whether 
the strong passion has is the biggest difference between class A and class B employees. 
Employees of class C are unable to do their job. Therefore, the employee who is 
considered in class C will likely be eliminated. Huawei keeps the 10%-15% employee 
turnover by its internal elimination strategy. Huawei began to implement the lowliest 
place elimination mechanism in 2009.  
 
This is a good way for Huawei to change its employees. But this is bound to bring 
some pressures to its employees. While, if you are a good employee, you will 
overcome these pressures. Huawei needs these outstanding employees who can 
overcome these pressures.  
 
6. Could you briefly introduce the reward policy in Huawei? And what kinds of 
reward you can get from the company?  Are there any of non-financial reward 
in the company? 
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Answer: Huawei provides various forms of rewards to its employees. That due to 
some employees would like to get more pay, some employees hope to be recognized 
by their superior, and some employees hope to get more learning opportunities and 
some employees want to promote. Therefore, it is not only from the material 
incentives (financial rewards) to motivate employees, but also tries to satisfy 
employees‘ spiritual needs (non-financial rewards). 
 
Huawei‘s rewards motivation approach has experienced three stages of development. 
The first stage is from 1988 to 1996. During this period, the non-financial rewards 
play a leading role for motivating its employees. The second stage is from 1997 to 
2004. During this stage, Huawei mainly adopted the material incentives approach as 
‗base pay+ welfare+ overtime salary+ bonuses‘. And, it argued that competitive 
compensation philosophy. The third stage is since the end of 2005 until now. The 
remuneration incentives approach as ‗basic salary+ bonus+ stock dividends+ welfare+ 
overtime salary‘. From the beginning of 2005, Huawei has launched shareholding 
reform which called ‗virtual stock mode‘. 
 
In addition, Huawei‘s reward policies not only meet employees‘ material and spiritual 
needs but also can optimize corporate human resources structure. This is because 
when the needs of employees are not met, they will generate dissatisfaction. For 
example, in the first half of 2013, Huawei enhance 20%- 30% of basic salary of junior 
staff. This leads to Huawei‘s turnover rate close to 9%. But this result is within the 
scope of Huawei‘s forecast. Huawei hopes that it can be through adjusting the basic 
salary to motivate its employees and to change the HR phenomenon which the junior 
staff shortage but middle-level staff surplus. 
 
7. How do you think about Huawei motivate employees? 
Answer: Huawei hopes it can be through these strategies to create more motivated 
employees and make its core competence have long-term competitive advantage. And 
then, to achieves the corporate sustainable development. I think, Huawei‘s success is 
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closely linked with employees‘ efforts. Effective motivate employees is an important 
reason for the success of Huawei. If the motivate methods properly, the intent of 
sustainable development can be achieved. But I think the knowledge and skills of 
related manager should cause the attention of Huawei. That because of the manager‘s 
attitude and tone will directly affect the employees‘ psychological state. This will 
influence the result of the motivation. That means, if the manager can have more 
professional knowledge and skills that lead to the effect of motivation would be better.  
 
 
Interview of Zhu Zhang 
1. How long have you been work in Huawei, and what is your position now? 
Answer: I have been working in Huawei since 2008. It is quite round 5or 6 years 
when I was graduated from the university, and my position is a team leader in R&D 
department focus on Data communication. 
 
2. How is your work environment, such as comfortable, safety enough? 
Answer: I am very satisfied with our work environment. I think it is very comfortable. 
In order to ensure our safety in the working environment, in 2012, Huawei extensively 
implemented the Enterprise Asset Management (EAM) system and enforced the 
Employee Working Environment Standards. The system ensures the safe operation of 
various equipment and facilities. They formulated and enacted the Employee Working 
Environment Standards to continuously monitor workplace data (e.g., formaldehyde, 
carbon dioxide, noise, aerobic bacterial count, lighting, temperature, and humidity) 
and resolve every identified problem. In our new office buildings, which installed 
variable air volume systems and building automation systems to monitor and control 
such parameters as indoor temperature, humidity, and density of carbon dioxide. This 
is the guarantee of quality of work life for us.  
 
3. Does Huawei offer some training program in order to enrich employees’ 
technical knowledge? Do you think it is useful to you? Why? 
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Answer: Huawei provides a series of training programs to help employees enrich their 
knowledge and realize their individual value, pursuit of personal growth. I think these 
trainings are useful. That because of it makes me to quickly adapt to my work and I 
can get more technical knowledge from it. In addition, employees can base on passing 
the training test to get corresponding rewards. For example, employees who pass 
English qualification exams with high scores will be recognized throughout our 
department and receive material rewards. That is to say, if I pass the training test I 
cannot only acquire knowledge, but also can get rewards, and the most important is I 
can get a kind of psychological recognition and encouragement. 
 
4. Does Huawei bases on the results of performance evaluation to determine the 
reward and promotion of employee? Do you satisfy this regulation? Why? 
Answer: Huawei according to our performance pays our salary. And, if an employee 
in the lowliest place of performance evaluation, she or he will likely be fired by our 
company. It refers to our lowliest place elimination. This kind of competition 
mechanism causes a phenomenon of employee work overtime. Huawei issued a rule 
stipulating that employees had to get permission from their supervisor to work 
overtime past 10 p.m. and forbidding employees from spending the night at the office. 
However, the implementation of this policy has not been particularly effective. 
Everyone at Huawei, from top to bottom, understands that hard work is rewarded. As 
one employee put it, if there a job to be done, you can‘t drag your feet and let down 
your colleagues.‖ For me, I am satisfied with this system that due to it inspires me a 
lot of potential. But there is no denying that it also brings more pressures to me. That 
means I need more excellent than my colleagues that in order to I can continue to 
work in Huawei.  
 
5. Could you briefly introduce the reward policy in Huawei? And what kinds of 
reward you can get from the company?  Are there any of non-financial reward 
in the company? 
Answer: Huawei has many kinds of reward policies. And Huawei offers monthly pays 
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to its employees. But, the monthly pays not includes the dividends. The basic salary is 
based on employees position and working time. In addition, Huawei‘s remuneration 
allocation is based on the employee ability. That is to say the bonus allocation is 
depending on personal and departmental performance. But, sometimes Huawei sets a 
work group as a unit and directly to reward the unit. Motivated employees can base on 
their virtual stock to get a certain amount of dividends. But these employees are 
without ownership and voting rights. This virtual stock cannot be transferred and sold. 
And when the employees leave Huawei, the virtual stock will be null and void 
automatically. But the virtual stock does not be average distributed. Every year, 
Huawei assesses the virtual stock amount of each employee. The virtual stock amount 
and the size of employee contribution are proportional. The employee contribution 
mainly involves three aspects, which are knowledge ability, problem-solving ability 
and the ability to take the job responsibility. Pensions and other benefits are according 
to the result of job evaluation.  
 
In addition, Huawei will also through other ways to reward us. For example, Huawei 
has set up an honor department. Its specific responsibilities are employees‘ assessment, 
to decide awards and to reward employee. Huawei offers improvement prize to new 
employees. Every employee will achieve a project award when they participate in and 
complete a project. In China, each spiritual encouragement rewards around 200 yuan 
RMB. Moreover, every employee has suggestion rights, oppugn rights and other 
rights. I think these belong to non-financial rewards.  
 
6. What are your benefits from Huawei’s job rotation policy? 
Answer: In Huawei, sales personnel and technical personnel need to rotate their 
position. I think this policy is good, but there are also not very satisfying for me. The 
benefit is I can know which position suits me in this process of job rotation. And it 
gave me more experience. But, the not satisfied is everyone needs to rotate their job 
again around 5 years. I prefer technology R&D. Although I do not reject to do sales, 
but that is not my good at. 
